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ABSTRACT 
Introduction : 
With the advent of globaHzation and economic liberalization, organizations the 
world over have started facing challenges to cope with the increase in competition, 
demands, and expectations. Organisations have to make a considerable effort to survive 
and prosper. The organisations that will truly excel in future will be the ones that discover 
how to tap people's commitment and capacity to learn at all levels in the organisation 
(Sengel990). The fact that human competency development is an essential prerequisite for 
the growth and development of organizations is well-recognised now. 
Training and Management development activities are currently receiving increased attention 
in all forward looking organizations. Training is one of the widely used mechanisms of 
HRD that helps the organizations to get the most from their Human resources, by 
developing a result-oriented culture throughout the organization. Training refers to a short-
term process utilizing a systematic and organized procedure by which non-managerial 
personnel acquire technical knowledge ^an(l skills-- for the definite purpose of performing 
their present job to the standards set for them. 
The overall goal of training is to improve individual and organizational performance. It 
prepares the employees for the job meant for them while on first appointment, on transfer, 
or on promotion, and to provide them with the required skills and knowledge. Training 
assists the employees to function more effectively in their present position, by bringing to 
their attention the latest concepts, information, techniques, and also for developing the skills 
that would be required in their particular fields. 
Organisations are investing lot of resources in training activities. Therefore, there is a need 
to evaluate the training programme and its effectiveness. Otherwise, the whole process of 
training will become a ritual only. Effectiveness is an important aspect of a training 
programme otherwise the training is obsolete. It is important not only that the benefits of 
training be maximized, but also that these benefits are documented. Various 
conceptualizations and measures of training effectiveness can enhance the perceived 
benefits of training from the perspective of the various stakeholders in the process, 
including those who participate in training, those who deliver it, and those who fund it e.g., 
organizations (Bruke & Hutchins 2007). 
The present study aims at evaluation of a training programme in Defence Headquarters 
Training Institute under Ministry of Defence, Government of India. In lines of 
Krikpatrick's model of training evaluation (a) Reaction of trainees, (b) Learning of 
knowledge and skill, (c) Behaviour changes of trainee and (d) Tangible improvement in 
individual performance, have been assessed. The study goes beyond the reaction of trainees, 
which never gives a true picture of training effectiveness. Evaluation is done in three phases 
i.e. pre-training, context input, post-training (transfer). 
The study also assess the impact of organisational factors like design of training, Trainer's 
effectiveness, organisational learning and individual factors like Job satisfaction, locus of 
control on the effectiveness of training. The study also compares the learning from training 
and transfer of training on the job in experimental and control groups. Transfer of training 
is assessed after 6 months of the end of training programme. The comparison between 
experimental and control group highlights the importance of training in organizations. 
Literature Review 
a) Concept of Training : It is a well known fact that in order to survive in the tough 
competition, organizations have to create more intelligent and flexible firms than their 
competitors, by recruiting and developing more talented human resources, and by updating 
their skill base. Developing the human resources of a company would seem to be key to 
increasing production and closing the gap between the level of worker skill and present and 
future needs. 
Training is a costly yet vital part of operating a successful business. It is the process 
through which employees learn their job during their induction on the job. It also means 
continuous up gradation of knowledge, skill & attitude to enhance the productivity. 
According to Allerton, (1997) businesses in the United States spend $55.3 billion annually 
on training and expenses associated with this procedure. 
b) Significance of Training and Development: The past decade has witnessed a 
veritable explosion in training research literature, highlighting significant developments in 
training methodology, evaluation and theory (Salas 2001), and in defining what training 
actually means and is designed to achieve. It was once considered quite acceptable to 
perceive training as one off, independent event. In more recent years, training practice has 
increasingly acknowledged training as having a strategic focus, as an event that occurs 
within existing organizational frameworks, and is custom designed to achieve specific 
organizational goals (Salas 2001); (Goldstein 2002). 
The recognition of the benefits of training activities for society has led many countries 
around the world to adopt national policies to encourage the design and delivery of training 
programs at the national level. The goal of these policies is to improve a nation's human 
capital, which in turn is related to greater economic prosperity. 
Government of India have also realised the importance of training and development. The 
National Training Policy (1996) Enunciated by Central Govt Contemplates a shift to 
demand led Training opportunities, which enables the Government departments to focus on 
their organisational needs match the Training Objectives and ensure the training Design 
would deliver the required output and in turn a reasonable return on the investment made in 
the training. 
c) Transfer of Training : Transfer of training refers to transfer of learned behaviour or 
skill on the job. The transfer depends on trainee's inherent qualities and the support of the 
organisation. Individual traits like Self efficacy, job involvement, job satisfaction, locus of 
control etc. have an impact on learning and transfer pattern of training. The appropriate 
inbuilt system and processes prevalent in the organisational culture promotes, support 
transfer of training for enhancing organisational effectiveness. 
Transfer of learning from training is the effective and continuing application, by trainees to 
their jobs, of the knowledge and skills gained in training (both on and off the job). Transfer 
may encompass both maintenance of behaviour, and its generalisation to new applications 
(Broad and Newstrom 1992). Training literature and previous studies on transfer of training 
provide evidence to support the claim that training works when it is theoretically driven, 
focused on required competencies, designed to provide trainees with realistic opportunities 
to practice and to receive feedback (Salas, and Cannon-Bowers 2001). 
Effectiveness of training depends on how efficiently training has been transferred on the job. 
There are various organisational and individual factors responsible for outcome of the 
transfer of training. Individual factors includes trainability of an individual, it varies as per 
the character and behaviour of individual. Locus of Control, Job involvement, job 
satisfaction, self efficacy and motivation to learn are some of the individual factors which 
determine the trainability of the individual. Organisational culture. Organisational learning, 
training philosophy and support of superiors/organisation also affect the effectiveness of 
training. 
d) Training Evaluation : In most organisations, training is typically evaluated using 
reaction of the trainees. The participants are asked about quality of the training programme, 
content and the trainer. Organisations should evaluate their programmes using data that 
show the amount of learning and transfer that takes place once the person returns to their job. 
The importance of evaluation for training effectiveness requires its inclusion as part of the 
training programme and not something to be thought of at the end of training. There has 
been lot of arguments over the purpose of evaluation and the methods of evaluating. 
Effectiveness of training programme usually is determined by assessing combination of the 
criteria presented in Kirkpatricic's (1967) hierarchical model of training outcomes. This 
hierarchy is composed of four levels of training outcomes: (a) trainee's reactions to the 
program content and training process (reaction); (b) knowledge or skill acquisition 
(learning); (c) behaviour change (behaviour); and (d) improvements in tangible individual or 
organizational outcomes such as turnover, accidents, or productivity (results). 
Organisation has to play an all-pervasive role in effectiveness of training. The involvement 
of organisation helps in learning process of an individual when he attends a training 
programme. Culture of organisation affects the transferability of learning. Individual Traits 
of trainees also have a bearing on his Trainability. Quality of training i.e. design of training, 
trainer's ability, infrastructure for training also affects the training outcomes. The objectives 
of training programme must be in congruence with the needs of trainees and their 
organisations. Trainers are the agent of change in a training programme. The learning of 
individual and thereafter the transfer of training on the job is affected by the effective 
support of the trainers. 
An organization is composed of individuals; therefore it is also necessary to understand 
individual differences and their impact on training effectiveness. Role of personality 
variables like need for achievement, introversion, extroversion, locus of control etc. has to 
be investigated. These variables affect motivation to learn and transfer the learning to the 
job. 
e) Individual Factors and its impact on Training outcomes : Although the "bottom line" 
for most training programs is effectiveness, little attention has been devoted to studying why 
training programs are effective for some individuals and ineffective for others. There has 
been a long history of research examining the linkage of individual characteristics with 
learning. For example, training motivation has been proposed to be a function of 
personality dimensions, both narrow traits (e.g. simple skills and hobbies) and wider traits 
(e.g. mental and physical abilities, personality) (Digman 1990). Their effect on training 
outcomes nevertheless remains 'a relative void in the literature' (Mount and Barrick 1998), 
except for a couple of studies. For example, locus of control (i.e. a person feels in control of 
events in their lives), conscientiousness and anxiety are significantly related to transfer 
behavior . Moreover, Silver et al. (1995) found a significant relationship between locus of 
control and skill acquisition. 
f) Training Design and Learning from training : The design of training programme 
has an impact on learning of trainees. The design includes drawing objectives, deciding 
contents, methodology, choice of trainer, duration and study material. Scherer (1984) 
Opines that "People learn best when they feel they have control over the pace and depth of 
the learning process. Therefore, training designer should allow trainees to have input into 
the pace and time spent on topics. Trainees will attend to things in the environment that are 
most important to them. Thus the learning events and process should be structured so that 
the most important things are learning events and materials (Blanchard, Jame, Thacher 
1999). 
Burke, Hutchins(2007) in integrative literature review contemplated that trainer must see a 
close relationship between training content and work tasks to transfer skills to the work 
setting, thus underscoring the utility of needs assessment in identifying appropriate training 
content. 
g) Trainer's Effectiveness and Learning from training : Trainer is a friend-philosopher-
guide of trainees. Effectiveness of trainer will have direct impact on the learning of 
individuals. A trainer is a craftsperson at work. Intent on the utility and elegance of the 
result, he or she also varies the pace to go with the learners' best pace (Lynton & Pareek 
2000). A study by Stermerding (1961) showed indirect influence of the trainer on group 
development. Another study to examine the effects of the training interventions on the 
pattern of the group behavior specifically on its normative behaviour by Psathas and Hardert 
(1966) showed that trainer's interventions influenced what members should or ought to do 
and his view constitutes what is appropriate group behaviour. Trainer's interventions were 
consistently fit into four normative categories: analyzing group interaction or process, 
feelings, feeding, and acceptance concerns. 
h) Job Satisfaction and Learning from a Training course: Empirical studies of 
relationship between job satisfaction and Transfer of training couldn't be traced but 
indirectly studies related to motivation give insight about job satisfaction and transfer and 
transfer of training. Job satisfaction is an intrinsic component of motivation. However, 
learning is another training outcome identified by Noe (1986) that can be influenced by the 
career and job attitudes. Noe and Schmitt (1986) found a significant relationship between job 
involvement and other training outcomes such as motivation to learn and to transfer. These 
results not only presume that individuals with more positive attitudes toward their job are 
more likely to learn the training material, but are also more likely to transfer it to the job 
(Holton, 2005). 
i) Locus of Control and Learning from a Training course: Trainability of individual has 
an impact on learning of trainees in a training programme. Locus of control, an individual 
trait influences the learning and transfer of training. Not many empirical studies on LOC 
and its impact on training effectiveness could be found in Literature review. Burke, Hutchins 
(2007) in integrative literature review on training effectiveness found that there are not many 
concrete researchers on the impact of locus of control on training effectiveness. 
Spector (1982) suggested that because locus of control is a personality characteristic that 
influences beliefs about the ability to improve skills, it should be an important determinant 
of individual trainability. Internals may exert greater effort towards collecting relevant 
information in a training situation than Externals. Employees who have an internal locus of 
control are likely to be highly motivated to succeed in a training program because they 
believe that mastering the job skills is under their control and within their capabilities. They 
are more likely to accept feedback during training and to take action to correct deficiencies. 
They show higher levels of job and career involvement than do employees with an external 
locus of control. 
j) Organizational Learning and Learning of Trainee/Transfer of Training : 
Organisational culture influences the learning and sharing of knowledge and skill amongst 
the employees. In a learning organisation, the individuals after returning from training are 
encouraged to transfer the training on the job. The pre-training environment (Quinones, 
1995) and the post-training workplace environment appears to play a particularly important 
role. Supervisory support for training and organisational support (in the form of formal 
policy and practices relating to the training) have been shown to influence transfer (Burke 
and Baldwin, 1999). Workplace social and peer (coworker) support for the training can also 
influence transfer (Facteau, Dobbins, Russel, Ladd and Kudisch, 1995). 
k) Research Gap : Extensive literature review reveals that although there has been lot of 
studies on training effectiveness but there is a huge research gap in impact of various 
organisational and individual factors affecting the outcome of the training. No empirical 
study could be traced on impact of organisational learning, effectiveness of design and 
trainer, locus of control and job satisfaction on the learning behaviour of trainees and 
subsequently its transfer on the job. 
Following question needs to be addressed for conceptualization of training effectiveness. 
(i) Does training impact the performance of an individual? 
(ii) What is the impact of organisational learning, design of training and trainer's 
effectiveness on effectiveness of training? 
(iii) Does the individual factors viz. locus of control, job satisfaction play any role in 
learning of trainees in a training programme? 
The study is conducted in Govt, training institutions i.e.. Defence Headquarters Training 
Institute under Ministry of Defence. The focus of Research is on horizontal evaluation of a 
training programme for middle level executives working in various HQs under Ministry of 
Defence. The study is done at three levels (1) pre training (2) during training (3) post 
training. 
The present study is experimental research, looking at the relationships between various 
organisational and individual factor and training effectiveness fig(l). The study is 
longitudinal in nature as it is spread over six month. The study has been selected to 
experiment because author has control over the variables under study and there is deliberate 
effort to study their effect on training outcomes. Evidence gathered through experiments is 
very powerful support possible for various hypotheses. 
Organisational Factor 
Organizational Learning 
Training Design & 
Trainer's Effectiveness 
Individual Factor 
Locus of Control 
Job Satisfaction 
Training Effectiveness 
Learning Transfer Resuh 
Fig. (1) Research Model of Training Effectiveness 
Setting Research Problem 
The research purpose is to study the impact of organizational factors viz. 
Organisational Learning, Training Design & Trainer's Effectiveness and individual factors 
viz. Locus of Control, Job Satisfaction on Learning and Transfer of Training on the job. The 
objectives in particular are: 
(i) To assess the reaction of the trainees after the training programme. 
(ii) To evaluate the impact of training on learning of trainees. 
(iii) To assess the difference in learning of experimental group and control group. 
(iv) To study relationship between learning of individual in a training programme and his 
perception about design of training 
(v) To study relationship between learning of individual in a training programme and his 
perception about trainer's effectiveness. 
(vi) To study the relationship between the job satisfaction and the learning of the trainees. 
(vii) To evaluate the impact of level of organisational learning on trainee's learning in a 
training programme. 
(viii) To assess the impact of locus of control of individual on his learning from a training 
programme. 
(ix) To assess the relationship between organizational learning and transfer of training on 
thejob. 
(x) To compare transfer of training on the job in experimental and control group. 
Research Procedure 
The present study is conducted in Defence Headquarters Training institute, Ministry 
of Defence, on trainees of junior management level. For the purpose of this study, 80 
participants in 2 batches were invited from different Headquarters to participate in 15 Days 
duration training programme i.e. "Executive Development Programme". The focus of 
evaluation study was on the process of evaluating training before, during training and 
transfer of training on the job after 6 months. The evaluation model used in the present 
study is a modified version of model developed by Virmani & Seth (1985) in their 
evaluation study of training programmes in Administrative Staff College of India (ASCI), 
Hyderabad. 
a) Instruments Used: 
(i) Design of Training: No scale could be found for assessing the effectiveness of 
design of training. The scale was developed for finding the same. The instrument of 
design of training contains 08 factors i.e. Objective, Content, Methodology, Entry-
behaviour, Need base training, Duration, Training Aids, Handouts. Total No. of 
questions are 29. The reliability and validity is given below:-
Reliability 
Validity 
Cronbach Alpha Coefficient was found to be 0.86. 
The scale was checked for both face and content validity by 
factor analysis. 
(ii) Trainer Effectiveness: No scale could be found for assessing the effectiveness of 
trainer. The scale contain 04 factors in the Questionnaires i.e. Knowledge, Skill, 
Enthusiasm, Problem orientation. Total No. of questions are 12. The reliability and 
validity is given below:-
Reliability 
Validity 
Cronbach Alpha Coefficient was found to be 0.81. 
The scale was checked for both face and content validity by 
factor analysis. 
(iii)Transfer of Training: No scale could be found for assessing the transfer of training. 
The scale was developed for finding the same. Transfer of Training was assessed from 
the view point of trainee as well as trainee's Boss. Therefore two questionnaires were 
developed. Each questionnaire was having 06 factors i.e. Self Confidence, Open 
Mindedness, Performance Enhancement, Goal Aspiration, Decision Making, Team 
building. Total No. of questions are 24. The reliability and validity is given below:-
Trainee's Response on Transfer of Training 
Reliability 
Validity 
Cronbach Alpha Coefficient was found to be 0.78. 
The scale was checked for both face and content validity by 
factor analysis. 
Boss's Response on Transfer of Training 
Reliability 
Validity 
Cronbach Alpha Coefficient was found to be 0.75. 
The scale was checked for both face and content validity by 
factor analysis. 
(iv)Learning Index: For purposes of evaluation of training programme a test 
questionnaire was prepared by the researcher. While preparing it, the researcher had to 
initially spend a lot of time discussing with each of the faculty members . Pre training 
and post training scores of individuals were taken with the help of these questionnaire. 
Thereafter, learning index was determined by using the formula used by Virmani & 
Seth (1986) in their study in ASCI Hyderabad. The test Questionnaire includes 74 
questions on the subject covered in the training programme. 
Learning index = ''"'* '''"""'"g '^^ "'"^  *"''>' ^ " '^"""'"^ ^''"•' ('''^, lop 
(lOO-Pre Training Score (%)] 
(v) Organisational Learning: Organisational Learning Diagnostic Scale was developed 
and standardised by Pareek (1997). This psychometric tool has Guttman split-half 
reliability coefficient of 0.98. The scale has content validity. It has 23 statements to be 
rated by the respondents on a five-point Likert type scale. Organisational learning 
diagnostics (OLD) has 23 items. These mechanisms are grouped into three subsystems: 
acquiring and examining (the innovation phase), retaining and integrating (the 
implementation phase), and using and adapting (the stabilisation phase). Furthermore, all 
23 items are grouped into five categories of OL mechanisms: experimentation and 
flexibility, mutuality and teamwork, contingency and incremental planning, temporary 
systems, and competency building. 
(vi) Locus of Control: Scale developed by Pareek (1997) was used for measuring Locus of 
Control. It has 29 items with 5 points rating scale. It measures intemality (others) and 
externality (Luck). 
Reliability 
Validity 
Split-half reliability coefficient for the instrument were 0.43, 
0.45 for I, E-0 sub-scales, and even-odd reliability coefficients 
were 0.41, 0.48 respectively. 
High correlation (0.89) between Levenson's instrument and 
Loco Inventory, in a sample of twenty-six bankers, indicates 
the validity of the inventory. 
(vii) Job Satisfaction: Scale developed by Dubey, Uppal and Verma (1989) was used for 
measuring Job Satisfaction. It has 25 items with 5 points rating scale. It measures job 
satisfaction of Employees. 
Reliability 
Validity 
Split-half reliability coefficient for the instrument were 0.72 
Test-retest = 0.64. 
Independent of age, education and salary, moderately and 
negatively correlated with instability (-0.50) and 
extraversion (-0.42) but not with other personality variable 
like psychotism, social desirability, quality of life, 
depression 
10 
b) Sample: The trainees for the course were invited from Headquarters in Defence 
Headquarters Training Institute under Ministry of Defence for attending Executive 
Development Programme. The participants were of the age from 48 to 53 selected through 
stratified random sampling. The participants invited for attending training Constitutes the 
Experimental Group. Another set of 80 officials of the similar age and status were selected 
through random sampling from same HQrs for the purpose of Study which constitute the 
Control Group. Two EDP courses were held simultaneously consisting of 40 participants 
per course. Therefore, total strength = 80 
Experimental Group 
Trainee 
80 
Boss 
75 
Control Group 
Trainee 
77 
Boss 
75 
Total Sample = 307 
After six months, all the participant and their supervisors from experimental and control 
group were sent the questionnaire for transfer of training on the job. 97 % trainees «& 94 % 
supervisor responded to the request. The total sample of 307 respondents composed of 81% 
male and 19% females. 
c) Data Analysis: The data gathered from questionnaires were analyzed using the 
Statistical Package for the Social Sciences (SPSS). The data analysis consisted of factor 
analysis. Regression, Correlation, t-tests, and descriptive statistics including means, and 
frequencies. 
Findings and Managerial implications 
The findings of the study indicates that organisational learning is significantly 
related to transfer of training over time. This study also reveals the positive role of training 
design, trainer's effectiveness, organisational learning and locus of control for enhancing 
learning from training. The findings of the study are given below: 
(a) The reaction of the trainees at the end of the training points out that most of the 
objectives of the training programme are related to their individual objective. The 
finding also shows that the objectives of the trainees programme were partially 
realised. 
(b) The Trainees with higher Internal locus of control learn more in the training 
programme compared to the trainees with higher external locus of control. Locus of 
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control affects the trainability of individual. Internals are more likely to believe that 
performance was contingent on their personal effort than externals. The results of 
this study suggest that Internals may exert greater effort toward collecting relevant 
knowledge and skills in a training situation than externals because they believe 
mastering the program content is under their personal control. . The study reveals 
that it is useful to provide training in functional areas to those individuals who have 
high internal locus of control. Whereas as the individual with higher external locus 
of control should be first trained in the behavioural areas to enhance their self image, 
confidence and inculcate faith in them. Otherwise, the whole exercise of training will 
be a wasteful expenditure. Study also suggests that organisations, supervisors have 
to play a positive role to enhance the self esteem of the executive for improving his 
internal locus of control. The changed behaviour of the executive will encourage 
him to perform his duties more purposefully. 
(c) There has been a positive correlation between trainer's effectiveness and learning of 
trainees. Trainer has to play an active part in designing, planning, execution, and 
evaluation of training. The trainer should demonstrate professionalism. He should 
have Effective communication, facilitation skill and should ensure Trainee 
involvement «& participation. Thus, it can be said that the trainer's personality and 
behaviour do influence participant's learning. Trainers have to find out how training 
can help participants learn better and translate them to improve their performance. 
What needs to be explored are the type and range of trainer interventions, the timing 
of interventions, and how different trainer's style influences the participants and their 
learning. Serious consideration must be given to full-scale understanding of trainers' 
influence on participant behaviour. A pool of trainers should be developed amongst 
the bright executives of the organisation. Therefore the organisations should take 
utmost care in choosing right kind of trainer and should also focus on training of 
trainer's. 
(d) Research findings indicate that design of training and learning from training are 
positively correlated. It means that learning amongst the trainees will be more if the 
design of training is appropriate. Designing a training programme is a specialized 
task. It involves the study of the background of participants, the nature of academic 
input as per the organisational requirement, adopting relevant training 
method/material, engaging effective faculty, drawing training objectives, deciding 
about duration, etc. If the training design is not as per organisation and individual 
requirement, then the training will be ineffective. Trainee, their supervisors and 
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organisation should be consulted before framing of the objectives. Clearly defining 
the objectives of the training programme is vital step in the entire gamut of training 
activities. Well drafted objectives set the pace and direction of the learning. 
Trainees learn most when they find the content and pace of training as per their 
intellect and requirement, therefore they should be included in deciding about the 
content of the training programme. The content of training should be relevant to the 
job, from simple to complex, logical sequence, related to the stated objectives, cover 
contemporary issues and most importantly as per the understanding level of the 
trainees. From the perspective of training institute and the trainer, it is essential to 
give them right kind of exposure of designing the training programme. The facuhies 
of the institutes should be sent to faculty development programme conducted by 
reputed management institutions. 
(e) There has been a significant improvement in the knowledge scores of experimental 
group compared to the control group. It reflects that training has a positive impact on 
the learning of an individual. The benefits that are likely to result from well-planned 
and well-executed training programs are lower supervisory burden, faster 
learning ,low wastage and spoilage .improved motivation and morale of employees, 
manpower obsolescence reduction, quality improvement, improved work efficiency 
and effectiveness, resulting in financial gain, increased innovation in strategies and 
products, reduced employee turnover, overall personality development and personal 
growth, improved prospects for career advancement, better risk management, 
enhanced organizational image. Organisations must pay attention to training and 
development of its employees to enhance their knowledge and skill. Training 
intervention will rectify the performance problem and will also improve the 
efficiency of the employees. Training is something that is given not once to new 
employees but is to be given on a regular basis. 
(f) The findings of the study reveal that there is no relationship between job satisfaction 
& learning from training programme. Government employees have high job security 
due to its permanency. Therefore, job satisfaction may have been a hygiene factor 
rather than a motivating factor. Organisations where training is mandatory before 
getting next promotion, the trainees will be motivated to learn from the training. In 
the present study, training was not linked with career progression, therefore, the 
results may not have shown any relationship between job satisfaction and learning. 
The outcome of the study shows that learning from training is not dependent on job 
satisfaction. Perhaps if organisation thinks about job enlargement, giving 
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challenging assignments, job enrichment before sending an individual to a training 
programme it may have a different impact in the trainability of an individual. 
(g) The study also proves that there is a positive relationship between organisational 
learning and learning of individual. Learning organisation believes in 
experimentation, innovation, sharing vision, building team, systematic thinking, 
competency building. It stimulates learning of individual employee. Executives 
detailed from such organisation will be highly motivated to seriously learn from a 
training programme. Employees coming from organisation which values the innate 
principles of organisational learning will be enthusiastic in learning from a fraining 
programme. Stepwise regression analysis between organisational learning and 
learning of individual from training programme points out that out of the five 
mechanisms of organisational learning, experimentation, planning, competency has 
emerged as significant predictors of learning. The organisations striving to improve 
effectiveness of training should imbibe a culture of learning. They should encourage 
the process of organisational learning for enhancing the quality of human resource. 
(h) The findings of the study reveal that organisational learning have a positive 
correlation with transfer of training. It shows that organisations believing in learning 
culture i.e. emphasising on creativity, innovations, experimentation and sharing 
learning will provide an ideal atmosphere for fransfer of training. Training cannot be 
taken in isolation. It should be well integrated with all other Systems placed in the 
organisations. Such organisations share the vision of the company with all the 
employees. As a part of the study. Step wise regression analysis was done between 
factors of organisational learning and factors of transfer of fraining, i.e. performance 
enhancement, decision making, self confidence, open mindedness, goal aspiration 
and team building. As per perception of frainees, experimentation and temporary 
systems has emerged as significant predictors of performance enhancement. 
Experimentation, planning and competency has emerged as significant predictors of 
decision making .Experimentation, temporary system and competency has emerged 
as significant predictors of self confidence. Planning and temporary system has 
emerged as significant predictors of open mindedness. Experimentation and 
competency has emerged as significant predictors of goal aspiration. Mutuality and 
temporary systems has emerged as significant predictors of team building. 
According to the perception of supervisors, stepwise regression analysis 
shows that, experimentation and competency has emerged as significant predictors 
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of performance enhancement. Experimentation and planning has emerged as 
significant predictors of goal aspiration. 
Experimentation, temporary system and competency has emerged as significant 
predictors of self confidence. Planning and competency has emerged as significant 
predictors of goal aspiration. Experimentation has emerged as significant predictors 
of open mindedness. Mutuality and temporary systems has emerged as significant 
predictors of team building. Findings generated from the study advocates that 
support provided by supervisors, organisational/management support play an 
important role in transfer of training. Organizations should create culture that 
acknowledge and embrace intellectual advancement and promote the development 
of new and better ways of working. Therefore, organisation should promote a 
system where an employee coming from the training, share his/her knowledge with 
others through presentation. Thereafter, in consultation with his Supervisor and 
subordinates, make an action plan for the transfer of learning on the job. The 
transfer of training will ultimately enhance the effectiveness of the organisation. 
(i) In the study, transfer of training is significantly more in the case of experimental 
group compared to the control group which implies that the impact of training is 
positive. The training of executives have raised their effectiveness in the form of 
enhanced performance, better decision making, open mindedness, self confidence, 
goal aspiration and team building. Organisations must pay attention on training and 
development of its employees to enhance their knowledge, skill and attitude. 
Training intervention will rectify the performance problem and improve the 
efficiency of the employees. 
Summary of findings 
SI. 
No 
1 
2 
3 
4 
5 
Hypothesis 
HI: Training will lead to significant increase in the knowledge of 
trainees. 
H2: Organisational learning increases the learning of individual 
from a training programme 
H3:Learning of Trainees in the training programme is directly 
proportional to Design of Training. 
H4:Leaming of Trainees in the training programme is directly 
proportional to Trainer's Effectiveness. 
H5:Job satisfaction enhances the learning of trainees in the training 
programme. 
Findings 
Supported 
Supported 
Supported 
Supported 
Not 
Supported 
15 
6 
7 
8 
9 
H6:Trainees with higher Internal Locus of control will learn more in 
the training programme. 
H7:Trainees with higher External Locus of control will learn more in 
the training programme. 
H8: Transfer of Training by experimental group is significantly 
higher than that of control group. 
H9: Organisational learning enhances the transfer of training on the 
job. 
Supported 
Not 
Supported 
Supported 
Supported 
Future Research on Training Effectiveness 
Future research is needed to understand the factors that facilitate a smooth cross-
level transfer of benefits. Future research should validate the utility of various transfer 
practices in organizations to provide a closer connection between practice and research. 
Following further studies needs to be undertaken in the area of training effectiveness. 
(a) The present study should be extended to different training programme and different 
level of participation. Cross sectional study will help theorising the subject. 
Individual factors like job involvement, self efficacy, achievement striving, readinsss 
to learn needs to be studied empirically in future. 
(b) As a follow up to training after six months, observation of peer group should also be 
obtained to gauge another dimension of transfer of training. 
(c) The literature claims the training motivation and situational variables (e.g. super'isor 
support, organisational climate) are very important in explaining training transfer. 
The issue needs to be addressed with empirical evidence. 
(d) Impact of relapse prevention strategies can be studied on training effectiveness. 
(e) Study needs to be done for assessing the impact of different cycle time for evaluating 
the effectiveness of training. 
(f) To understand the training philosophy of public and private sector, a comparative 
study needs to done on Training practices followed by public and private sector 
companies. 
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Preface 
In today's competitive business world, there is an increased awareness 
about human resources development. With the changing scenario of 
technology and economics, Training and management development 
activities are receiving increased attention in all forward looking 
organizations. Training is one of the widely used mechanisms of HRD that 
helps the organizations to get the most from their human resources, by 
developing a result-oriented culture throughout the organization. 
Organisations are investing lot of resources in training activities. Therefore, 
there is a need to evaluate the training programmes and its effectiveness. 
Otherwise, the whole process of training will become a ritual only.It is 
important not only that the benefits of training be maximized, but also that 
these benefits are documented. 
The effectiveness of training is dependent on various organisational and 
individual factors. There is need to enumerate the factors and assess their 
impact on training. The present study aims at evaluation of a training 
programme in Defence Headquarters Training Institute under Ministry of 
Defence, Government of India. The study goes beyond the reaction of 
trainees, which never gives a true picture of training effectiveness. 
Evaluation is done in three phases i.e. pre-training, context input, post-
training (transfer). 
The study assesses the impact of organisational factors i.e. design of 
training, trainer's effectiveness, organisational learning and individual 
factors i.e. job satisfaction, locus of control on the effectiveness of training. 
Study also compares the learning from training and transfer of training on 
the job in experimental and control groups. Transfer of training is assessed 
after 6 months of the end of training programme. The comparison between 
experimental and control group highlights the importance of training in 
organizations. 
The findings of the study indicates that training design, trainer's 
effectiveness, organisational learning, locus of control are significantly 
positively related to learning from training. There has been a significant 
ii 
improvement in the knowledge scores of experimental group compared to 
the control group. It reflects that training has a positive impact on the 
learning of an individual. However, No relationship could be found between 
Job Satisfaction &. learning of trainees from the training programme. 
The findings reiterate the role of training and development in human 
resource development in the organisation. The finding will be useful to 
draw lessons for developing organisational culture which encourages 
learning and supports transfer of learning on the job. It also highlights the 
importance of making the design of training more purposeful and the role of 
trainer in imparting training. Individual factor like locus of control will be 
helpful for analyzing the individual's traits for effectiveness of training. 
Although Job satisfaction was found to be having no correlation with the 
learning of trainee from the training programme. Overall, a positive impact 
on training was observed amongst the trainees who attended the training 
programme. 
There are Total six Chapters in the thesis covering introduction, literature 
review, research procedure, setting research problem, research results and 
conclusions. At the end of the thesis, bibliography and detailed annexure are 
provided for reference. 
Keywords Words: Design of training, Trainer's effectiveness, 
Organisational learning and Locus of control, Evaluation of training, 
Effectiveness of training ,Job satisfaction. 
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Chapter I 
Introduction 
With the advent of globaUzation and economic liberalization, 
organizations the world over have started facing challenges to cope with the 
increase in competition, demands, and expectations. These changing demands 
that are being placed on organizations and their consequent streamlining have 
created both new challenges and other paradoxes. Organisations have to make a 
considerable effort to survive and prosper. The organisations that will truly excel 
in future will be the ones that discover how to tap people's commitment and 
capacity to learn at all levels in the organisation (Senge 1992). There is a 
paradigm shift from the resource-based economy to knowledge based economy; 
the Human Resource Management (HRM) has assumed all the more renewed 
importance. There is a greater need these days for devising more effective ways 
of delivering value to the organization by way of developing people. The fact 
that human competency development is an essential prerequisite for the growth 
and development of organizations is well-recognised now. 
For real development to take place, organizations need to check whether they 
have the right people in the places with the right competencies, knowledge, 
experience, and capabilities necessary for both current and future responsibilities. 
These call for well-planned Human Resource Development (HRD) strategies and 
policies. Well planned HRD policy helps employees to continuously and in a 
plaimed way to acquire or sharpen capabilities required to perform various 
functions associated with their present or expected future roles. It also helps to 
develop their general capabilities as individuals, and to discover and exploit their 
inner potentials for the purpose of their own and organizations development. 
Organisations are investing lot of resources in training activities. Therefore, there 
is a need to evaluate the training programme and its effectiveness. Effectiveness 
is an important aspect of a training programme otherwise the training is obsolete. 
It is important not only that the benefits of training be maximized, but also that 
these benefits are documented. Organisations must assess the impact of training 
on the performance of the trainees on the job. Moreover, the organisational and 
individual factors which affect the effectiveness of training need to be explored. 
The present study aims at evaluation of a training programme in a Government 
training institute. It goes beyond the reaction of trainees, which never gives a 
true picture of training effectiveness. The study also assess the impact of 
organisational factors like design of training, Trainer's effectiveness, 
organisational learning and individual factors like job satisfaction, locus of 
control on the effectiveness of training. A comparison has been made between 
the learning of experimental and control groups from training and subsequently 
its transfer on the job. 
Training and management development activities are currently receiving 
increased attention in all forward looking organizations. Training is one of the 
widely used mechanisms of HRD that helps the organizations to get the most 
from their Human resources, by developing a result-oriented culture throughout 
the organization. Training the major HRD intervention , refers to a short-term 
process utilizing a systematic and organized procedure by which non-managerial 
persormel acquire technical knowledge and skills for the definite purpose of 
performing their present job to the standards set for them. "Training" is a 
systematic approach to learning and development to improve individual, team, 
and organizational effectiveness (Goldstein & Ford 2002). It attempts to fill the 
gap between what an employee has to offer by way of accumulated skill, 
experience and aptitude, and what is demanded by the job. 
An efficient and effective formal training system is now a mission-critical aspect 
of a corporation's overall strategy, and this development is reflected in industry 
budgeting trends. An analysis of 200 manufacturing businesses, Ichniowski 
(1995) indicated that companies with efficient production systems but no formal 
training programs had significantly lower levels of labor productivity and lower 
stock market values; training was isolated as the "critical component" for 
profitability. 
According to a recent industry report by the American Society for Training and 
Development (ASTD), U.S. organizations alone spend more than $126 billion 
annually on employee training and development (Paradise 2007). The 
organizations that are able to realize the benefits of training are able to move 
away from viewing the training function as an operational function or cost centre 
to one that is value driven (Fox 2003). The consulting company Price Waterhouse 
Coopers has cut costs in many areas but increased its investment in employee 
training to about $120 million per year. Another leading consulting firm, Booz 
Allen Hamilton, believes in developing workers as a long-term competitive 
advantage and manages its learning functions as revenue centers (Fox 2003). 
Managers and other decision makers in these organizations prefer information 
and data on business-related results to make decisions about how to allocate 
resources, including resources for training activities (Mattson 2005). 
Training does motivate employees to achieve excellence in their performance 
showing that if one 'acts rightly' i.e., if one subjects himself to proper training, he 
will achieve excellence. Fourth century B.C. Greek Philosopher, Aristotle said, 
"Excellence is an art won by training and habituation. We do not act rightly 
because we have virtue or excellence, but we rather have those because we have 
acted rightly." 
The overall goal of training is to improve individual and organizational 
performance. It prepares the employees for the job meant for them while on first 
appointment, on transfer, or on promotion, and to provide them with the required 
skills and knowledge. Training assists the employees to function more effectively 
in their present position, by bringing to their attention the latest concepts, 
information, techniques, and also for developing the skills that would be required 
in their particular fields. Training also helps to build a second line of competent 
people and prepare them to occupy more responsible positions. In addition to 
these training also helps in. Increase in competitive advantage 
• Ensure compliance with laws and regulations 
• Maximizing operational efficiencies 
• Reinforcement of a customer-centric organization 
During the 1980s, Japanese management practices clearly indicated that business 
success is based on high standards of performance, which, in turn, was dependent 
on a highly trained and developed workforce (Brown 2001). Today, the challenge 
is not just in terms of updating technologies, but also in terms of maintaining 
existing workforce motivated and challenged all the time. Organizations need to 
have highly flexible and dynamic teams of highly enthusiastic, motivated, and 
creative people. Emphasis is on training of employee provided by the employer. 
Highly skilled and motivated workforce is the need of the hour and thus effective 
training needs to be closely linked to the workplace and organizations of the 
present and future needs. 
Researches also indicate a causal link between high commitment practices 
(including training and development) and improvements in an establishment's 
performance and competitive advantage (Patterson et al, 1988; Kraiger 2002). 
As companies world-over are confronted with technological changes, domestic 
social problems and global economic competition, training programs in 
organizations have received even more attention, touted as almost a panacea for 
organizational problems (Camevale, Gainer and Villet, 1990). 
1.1. Significance of Training and Development 
Training now is more important than ever. Due to the global economy, 
businesses have more intense competition throughout the world. The 
marketplace is changing at a record speed and those who want to compete need to 
continue evolving. Training and development enable employees to perform their 
jobs with limited supervision and control. As a matter of fact, subordinate 
employees in almost all the organizations want less supervision and greater 
independence, which is not possible, unless they are adequately trained. Besides 
this, organizations can sustain their effectiveness, despite the loss of personnel 
only through the creation of a reservoir of highly developed employees. Above 
all, flexibility, the ability to adjust to short-run variations in the volume of work, 
requires personnel with multiple skills to permit their transfer to jobs where the 
demand is the highest. 
There is documented evidence that training activities have a positive impact on 
the performance of individuals and teams. Training activities can also be 
beneficial regarding other outcomes at both the individual and team level (e.g., 
attitudes, motivation, and empowerment). Training-related changes result in im-
proved job performance and other positive changes e.g., acquisition of new skills; 
(Hill & Lent 2006, Satterfield & Hughes 2007) that serve as antecedents of job 
performance (Kraiger 2002). 
A considerable number of individual studies and meta-analytic reviews provide 
support for the many benefits of training for individuals and teams. These 
benefits include performance as well as variables that relate to performance 
directly (e.g., innovation and tacit skills, adaptive expertise, technical skills, self-
management skills, cross-cultural adjustment) or indirectly (e.g., empowerment; 
communication, plaiming, and task coordination in teams). 
Training is also useful in cross-cultural training, in which employees are trained 
to perform their jobs in a different culture and/or adjust psychologically to living 
in that culture (Bhawuk &, Brislin 2000, Littrell et al. 2006).The recognition of 
the benefits of training activities for society has led many countries around the 
world to adopt national policies to encourage the design and delivery of training 
programs at the national level. The goal of these policies is to improve a nation's 
human capital, which in turn is related to greater economic prosperity. Most of 
the Government organisations have their in-house training institutions but there is 
a big question mark on their efficiency and effectiveness. Opening of Indian 
economy have posed questions to the Government officials as they have to 
compete with their private sector counterparts. This situation calls for effective 
training policy in government organisations to enhance requisite knowledge and 
skill of their officials. 
Government of India have also realised the importance of training and 
development. The National Training Policy (1996) Enunciated by Central govt 
contemplates a shift to demand led Training opportunities, which enables the 
government departments to focus on their organisational needs match the training 
objectives and ensure the training design would deliver the required output and in 
turn a reasonable return on the investment made in the training. The policy calls 
for training for all levels aimed at continuous attitudinal reorientation in changing 
ambience so as to help the civil servants appreciate the imperatives of democratic 
society, namely, respect and concern for the citizen's right and recognition of the 
community as focal point of all public efforts. 
1.2. Training Evaluation 
In today's environment of increased accountability, the training 
evaluation process is a critical component of an organization's training 
programme. Trainers and the organizers conducting the programme are not only 
accountable for what employees learn, but they are also accountable for ensuring 
that trainees transfer their knowledge to their work performance. While 
traditional training evaluation methods focus on using the assessment process to 
improve training delivery, it is imperative to collect information of a training 
programme. Top management is demanding evidence that training department 
are contributing positively to the bottom line (Goldwasser2001). 
The success of any training activity is to be assessed in terms of the learning and 
its subsequent impact on organisational improvement. Therefore, the major 
thrust in assessing the training effectiveness should be to check and cross-check 
the actual learning derived from training apart from the general feelings and 
reaction of the participants. Emphasis should be on the fransfer of training to the 
job and on the study of individual and organisational factors which help/hinder 
transfer of training. 
Woodington (1980) encapsulates these views by highlighting five distinct 
impressions which can be gained from an overview of training evaluation. Firstly, 
many practitioners do not perceive the training program as an instructional 
system, nor do they frilly understand what constitutes the evaluation of training. 
The nature and type of organisation exerts a subtle influence (possibly control) 
over the scope and methods of evaluation, and the conduct of evaluation is also 
dependent on whether internal or external evaluators are used. Finally, he draws 
attention to the lack of personnel trained in evaluation methodology. The obvious 
constraint determining the type of evaluation chosen is the availability of 
resources. This includes time, money, and personnel, as well as the evaluator's 
own expertise. Possibly the latter is the major constraint. Lange (1974) expresses 
similar concerns, stating, "Too many bad evaluations are being presented ... 
evaluation is a good concept based on solid theoretical thinking. But its practice 
is not well developed". 
Evaluation of Training should not be treated only as a corrective measure for the 
existing training programmes offered by the training division, but also as a 
proactive measure for future training programmes. Evaluation of training is an 
attempt to obtain information (feedback) on the effect of training programmes 
and to assess the value of the training. It is an ongoing process and performed 
during the analysis, design, development and implementation phase after the 
participants return to their job. Evaluation may be internal focussing on the 
instructional process and measuring the learning outcomes, and external which 
includes transfer of learning on to the job situation and getting feedback from 
participants. 
Fewer than 5% of all training programs are assessed in terms of their financial 
benefits to the organization (Swanson 2001). The picture changes among 
companies recognized for their commitment to training. Specifically, the majority 
of organizations recognized by ASTD, for innovative training programs, measure 
training impact at some level of organizational effectiveness (Paradise 2007, 
Rivera & Paradise 2006). 
Evaluation of training provides feedback to trainers, data to prove that training 
has met the set objectives, and the expenditure on training is justified. Evaluating 
a training programme is the responsibility of the HRD system in the organisation. 
HR system must have the capability to assess and evaluate various aspects of the 
entire training process starting with need identification to the transfer of learning 
on the job. The tangible and intangible outcomes of the training must be 
determined. This can be accomplished only when the system adopts a proper 
evaluation strategy with the twin objectives of achieving individual and 
organizational growth and development. 
Effectiveness of training programme usually is determined by assessing 
combination of the criteria presented in Kirkpatrick's (1967) hierarchical model 
of training outcomes. This hierarchy is composed of four levels of training 
outcomes: (a) trainee's reactions to the program content and training process 
(reaction); (b) knowledge or skill acquisition (learning); (c) behaviour change 
(behaviour); and (d) improvements in tangible individual or organizational 
outcomes such as turnover, accidents, or productivity (results). Philip (1997) has 
developed return on investment on model (ROI) which consists of five stages. 
The first four stages reaction, learning, behaviour and results are similar to 
Kirkpatrick model, but the fifth one is return on investment, which focuses on 
benefits - cost comparison. Bushnell ( 1990) introduced Input, Process, Output, 
Outcome (IPO) system of evaluation, thereafter. Training validation system (Fitz-
End 1994), Goal-based (Worthen & Sanders 1997) contributed in the area of 
evaluation of training. 
The problem with evaluation is that only reaction is being evaluated rather than 
the results. According to Kraiger (2002), most companies use reactions data 
where employees state their satisfaction with the information and the trainer. The 
participants in the training programmes must be willing and ready to learn the 
material. They need to have motivation or a compelling reason to absorb the 
information. The information in the training programme must be learned and 
transferred to the job. 
Burgoyne and Cooper (1975) observed that very few practitioners were assessing 
other than trainee's reactions. Easterby Smith, and Tanton (1985) observed that 
much of the current practice is only a ritual. In many cases the evaluation that 
counts is done before the course is ever given. Post-course data merely confirm 
judgements that the training is satisfactory. Foxon (1989) in his review of 
training and development programmes evaluation found that trainers had a firm 
belief in principle of evaluation, but it was limited to measure only the reaction of 
trainees. 
There are various factors affecting the outcome of the tiaining. Organisation has 
to play an all-pervasive role in effectiveness of training. The involvement of 
organisation helps in learning process of an individual when he attends a training 
programme. Culture of organisation affects the transferability of learning, 
individual traits of trainees also have a bearing on his trainability. Goldstein & 
Ford (2002), Noe (1986), Holton (1996), Kraiger (2002) & Tannenbaum et al 
(1993) have given conceptual fi-amework of training effectiveness which depicts 
the importance of individual and organisational factors affecting the training 
outcome. 
While research relating to training effectiveness identifies numerous factors that 
can impact the transfer, it also highlights the importance of the workplace 
environment in training transfer and learning (Latham, Millman and Miedema 
1998) and in pre-training self-efficacy (Salas, Tannenbaum and Mathieu 1992). 
In addition, it is also evident that there has been a shift in research focus from 
examining these factors as individual influences on transfer and learning, to 
examining training as a system embedded within an organisational context (Salas 
and Carmon-Bowers 2001).This has led to the development of theoretical 
frameworks that are useftil for understanding how the organisational context 
impacts on transfer and learning. 
Quality of training i.e. design of training, trainer's ability, infrastructure for 
training also affects the training outcomes. The objectives of training programme 
must be in congruence with the needs of trainees and their organisations. 
Trainers are the agent of change in a training programme. The learning of 
individual and thereafter the fransfer of training on the job is affected by the 
effective support of the trainers. An organization is composed of individuals; 
therefore it is also necessary to understand individual differences and their impact 
on training effectiveness. Role of personality variables like need for achievement, 
introversion, extroversion, locus of control etc. has to be investigated. These 
variables affect motivation to learn and transfer the learning to the job, 
Colquitt et al. (2000) summarized 20 years of research on factors affecting trainee 
motivation. Their meta-analysis showed that training motivation was significantly 
predicted by individual characteristics (e.g., locus of control, conscientiousness, 
anxiety, age, cognitive ability, self-efficacy, valence of training, and job 
involvement) as well as by situational characteristics (e.g., organizational 
climate). 
The present study aims at evaluation of a training programme in Defence 
Headquarters Training Institute (DHTI) under Ministry of Defence, Government 
of India. In lines of Krikpatrick's model of training evaluation (a) Reaction of 
trainees, (b) Learning of knowledge and skill, (c) Behaviour changes of trainee 
and (d) Tangible improvement in individual performance, have been assessed. 
The study goes beyond the reaction of trainees, which never gives a true picture 
of training effectiveness. Evaluation is done in three phases i.e. pre-training, 
context input, post-training (transfer).The study also assess the impact of 
organisational factors like design of training, trainer's effectiveness, 
organisational learning and individual factors like Job satisfaction, locus of 
control on the effectiveness of training. The model of training effectiveness is 
shown in Figure 1 (i). 
The study also compares the learning from training and transfer of training on the 
job, in an experimental group and control group. Transfer of training is assessed 
after 6 months of the end of training programme. The comparison between 
experimental and control group highlights the importance of training in 
organizations. 
Organizational 
Factor 
Organizational Learning 
Training Design & 
Trainer's Effectiveness 
Training Effectiveness 
Result 
Individual Factor 
Locus of Control 
Job Satisfaction 
Fig. l(i) Research Model of Training Effectiveness 
The findings of the research sheds light on the relationship of 
organisational learning, design of training, trainer effectiveness , locus of control 
and job satisfaction on learning from the training programme along with its 
transfer on the job. It is found that organisational learning has a positive impact 
on transfer of training. The finding will be usefial to draw lessons for developing 
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organisational culture which encourages learning and supports transfer of 
learning on the job. The findings show that there is a positive correlation 
between trainer's effectiveness /design of training and learning from training 
programme. The findings highlight the importance of making the design of 
training more purposeful and the role of trainer in imparting training. 
Individual factor i.e. locus of control is also found positively correlated with 
learning from training programme. It will be helpful for analyzing the individual 
traits of trainees for effectiveness of training. Although Job satisfaction was 
found to be having no correlation with the learning of trainee from the training 
programme. Overall, a positive impact on training was observed amongst the 
trainees who attended the training programme. 
The findings reiterate the role of training and development in human resource 
development in the organisation. Moreover the instruments designed for 
determining effectiveness of training design, trainer's effectiveness and transfer 
of training will be helpful in future research in the area of training effectiveness. 
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Chapter II 
Literature Review 
CHAPTER-II 
REVIEW OF LITERATURE 
2.1 Concept of Training 
It is a well known fact that in order to survive in the tough competition, 
organizations have to create more intelligent and flexible firms than their 
competitors, by recruiting and developing more talented human resources, and by 
updating their skill base. 
Increases in competition, globalization, and the speed of change have helped to 
highlight the importance of the capacity for learning in businesses as a key to 
both survival and success (Dumphy et al. 1997); (Easterby-Smith et 
al.l998);(Fulmer et al. 1998). Developing the human resources of a company 
would seem to be key to increasing production and closing the gap between the 
level of worker skill and present and future needs. 
Training is a costly yet vital part of operating a successful business. It is the 
process through which employees learn their job during their induction on the job. 
It also means continuous upgradation of knowledge, skill & attitude to enhance 
the productivity. According to Allerton, (1997) businesses in the United States 
spend $55.3 billion annually on training and expenses associated with this 
procedure. However, figures for the customer service industry shows that it 
spends much higher -approximately spends $162 million on training (Allerton 
1997). 
A systematic approach to learning and development is to improve individual, 
team or organisational effectiveness. A systematic approach refers to the idea that 
the training is intentional. It is being conducted to meet a perceived need. 
Learning and development concerns the building of expertise as a function of 
these systematic training efforts. Learning outcomes can include changes in 
knowledge, skills or attitudes (KSAs). Improvement is measured by the extent to 
which the learning that results from training leads to meaningful changes in the 
work environment. Therefore, a critical issue is the extent to which the KSAs are 
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transferred to the job and improve individual effectiveness. Finally, employee 
training can also be viewed from a broader, more macro perspective, as a 
mechanism for enhancing work team and organisational effectiveness. In this 
way, training is seen as integral to facilitating larger scale organisational change 
and development issues (Goldstein and Ford 2002). 
Training for the sake of training, an approach that focuses on developmental 
ideals and supportive organizational environments, is not aligned with today's 
business realities, including compressed career progression pathways, budgetary 
cuts and constraints, highly competitive environments, and market-driven 
economic philosophies (McGuire et al. 2005). Training should be need based to 
cater the performance problem and enhance certain set of knowledge and skills. 
Learning and training interventions do not exist in a vacuum and as such we should 
consider their support of organizational goals and strategies. Montesino (2002) 
found a group of trainees who self-reported highest usage of training perceived a 
significantly higher alignment of the training program with the strategic direction 
of the organization. And Lim and Johnson (2002) found that Korean trainees 
perceived higher transfer when their learning outcomes matched trainees' 
departmental goals. In their case study, Watad and Ospina (1999) reported on a 
management development program that enabled participants to strategically link 
their local decisions and daily work operations to the broader organizational 
mission. They consequently discovered an improvement for organizational 
effectiveness and learning. More empirical studies could bolster claims that 
strategically linking training to organizational goals improves transfer to the job. 
2.2 Significance of Training and Development 
Every organization should train all its employees irrespective of their 
qualifications for developing skills suitable for the jobs. Training is something 
that is given not once to new employees but is to be given on a regular basis. 
Further, technological changes and automation require updating the skills and 
knowledge of employees (Chaudhari 2004). 
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The past decade has witnessed a veritable explosion in training research literature, 
highlighting significant developments in training methodology, evaluation and 
theory (Salas & Cannon 2001), and in defining what training actually means and 
is designed to achieve. It was once considered quite acceptable to perceive 
training as one off, independent event. In more recent years, training practice has 
increasingly acknowledged training as having a strategic focus, as an event that 
occurs within existing organizational fi-ameworks, and is custom designed to 
achieve specific organizational goals (Salas 2001); (Goldstein 2002). 
Training is a need that all organisations have in order to employ competent and 
efficient workers. However, there are large differences between a training 
programme and an effective training programme. Tall and Hall (1998) suggest 
that the training programme can provide information and learning as well as other 
benefits to employees. People can divulge what they feel they need and 
communicate with the entire team in a more effective manner. Training can help 
to foster a sense of family or community among the people who work together. It 
can produce a positive self image and confidence. If people feel more competent 
it brings about a sense of self worth that spills over into ones work performance. 
Training programme are effective only if the training is actually needed. 
According to Brown (2002) this is an ever evolving process by which a company 
evaluates if its employees are in need of training. There are four main reasons as 
to why a company would need a training programme. First, the organisation 
wants to discover and correct a problem area. Second, management support is 
needed or the training programme will not have a chance of being implemented. 
Third, in order for an evaluation to be conducted there will need to be preliminary 
data collected even before the training program is implemented. Fourth, it is 
important to be able to distinguish the costs as well as the benefits of the training. 
Organisational Heads would want to know if the training is worth their money. 
(Brown 2002). 
Training and development also enable employees to perform their jobs with 
limited supervision and control. It provides flexibility to the organization for 
placing employees in different positions due to their ability of multi skilling. 
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Terry (2009) quoted in journal that when Motorola Inc introduced Quality 
Assurance, it found that plants delivered a return of $33 for every $1 invested 
where senior management reinforced training. In contrast, plants that provided 
the same training but without the management-led foliow-up generated a negative 
return. A similar study of Xerox demonstrated that trainees' retention of new 
skills fell to a disappointing 13 per cent if managers failed to provide coaching, 
support and recognition as these skills were being applied. 
Indian Companies are not also lagging behind. A study by Kodwani, Abhinya & 
Swapnika (2005) reveals that public sector banks do give a lot of importance to 
training in their organizations. They invest a huge amount of money like 0.05 % 
of their entire payroll. Keeping in the pace of the best HR practices. National 
Training Policy (1996) of Government of India envisages training for all in every 
level. The policy calls for improving efficiency of the manpower by inculcating 
knowledge, skill and appropriate attitude. 
The cost of not training employees is something that all organisations should 
consider (Hubbard 1995). These can have long lasting and highly negative 
impacts on the employees and the profitability of the company. Not training the 
employees can result into reduction in employee morale, low productivity, more 
turn-over and decrease in organizational effectiveness. 
Pareek & Lynton (2000) have done extensive research on training & development. 
They are of the view that even in the briefest and simplest training, then, the more 
effective behaviour of people on tasks in their real life settings— t^he primary 
objective of the training process as a whole is a dependent variable and 
participants and their home system(s) the independent variables. They gave a 
simple model of training as presented in Fig 2 (i). 
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PARTICIPANl 
• 
TRAINING 
IMPROVED 
PARTICIPANT 
BEHAVIOUR 
ORGANIZATION / ' ' 
GREATER 
'^^ ORGANIZATIONAL 
\ ^ EFFECTIVENESS 
Fig 2 (i): Simple Model of the Training Process 
They further stressed that training is actually a more complex process than 
Fig 2 (i) suggests. In the first place, the training system itself needs to be 
included. It may be a temporary system, for example, an occasional program in a 
permanent institution, such as a training department. In addition, the trainers also 
learn in the course of this program, with the various opportunities it offers to 
check the effectiveness of what they do and also through feedback from 
participants and colleagues. At these times the independent and intervening 
variables also become dependent variables. This truer reality was better 
illustrated by another model given in Fig 2 (ii) 
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PARTICIPANTS TRAINING 
ORGANIZATION SYSTEM 
IMPROVED 
PARTICIPANT 
BEHAVIOUR 
GREATER 
ORGANIZATIONAL 
EFFECTIVENESS 
IMPROVED 
ORGANISATION 
IMPROVED 
TRAINING 
Figure 2 (ii): Elaborated Model of the Training Process 
Review of Literature on training effectiveness reiterates that organisation 
should include training as a strategic tool for enhancing their effectiveness. The 
human resources needs to be updated in their knowledge and skill so that they 
can face the changes happening in business and technology. 
2.3 Transfer of Training 
Transfer of training refers to the degree to which trainees regularly apply 
to their jobs the knowledge, skills, behaviours, and attitudes learned in training. 
This requires a generalisation of the training to the work context and its 
maintenance over time, with the intention of improving the trainee's job 
performance. 
Transfer of learning from training is the effective and continuing application, by 
trainees to their jobs, of the knowledge and skills gained in training (both on and 
off the job). Transfer may encompass both maintenance of behaviour, and its 
generalisation to new applications (Broad and Newstrom 1992). Training 
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literature and previous studies on transfer of training provide evidence to support 
the claim that training works when h is theoretically driven, focused on required 
competencies, designed to provide trainees with realistic opportunities to practice 
and to receive feedback (Salas, and Cannon-Bowers 2001). 
The transfer of learned knowledge and skills from instructional programs remains 
a paramount concern for training researchers and practitioners (Burke 1997). 
Since the desired outcome of training is performance improvement, no matter 
how good the training programme is, it is inadequate if it does not produce 
significant new behaviours in the workplace. It is recognised that the period after 
training seems to be the most crucial for facilitating transfer; several authors 
suggest that post-training interventions need to be explored (Baldwin & Ford 
1988). However, rigorous empirical investigation in this area remains scant 
(Burke 1997) 
Changed work-behaviours as a resuh of training interventions indicate transfer. 
Transfer of training refers to the extent to which trainees apply the knowledge, 
skills, and attitudes gained from the training back to the workplace ( Mandl et al. 
1991),(Tuijimian, 1996). 
Transfer of training is an important concern for training researchers and 
practitioners because it is estimated that only a small percentage of the training 
actually results in transfer to the job( Baldwin and Ford 1988). Wexley and 
Latham (2002) suggest that about 40 percent of content is transferred 
immediately following training. However, the transference falls to 25 percent after 
six months and 15 percent after one year. This suggests that as time passes, 
trainees are unable to retain and use the information gained in the training 
programme. Furthermore, this indicates that much of the time and money 
invested in training is never fiiUy realised. 
Although transfer of training is one of the key criteria for evaluating the 
effectiveness of any formal training programme, research has revealed that by far 
the most commonly collected training criteria are trainee reactions and learning 
(Al-Athari and Zairi 2002); (Alliger et al. 1997). These factors are relevant to 
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evaluate training but they are not the crucial ones to determine whether, or not, a 
training course has succeeded. In fact, trainees can react positively to the training 
and can learn something, but it does not mean they will apply the training once 
they are back on the job (Caetano and Velada 2004). 
As training transfer is an important criterion of a training programme's success, a 
number of researchers have called for studies that analyse factors affecting 
training transfer. Until now, the available literature has revealed three main 
influences on training transfer viz. the training design, such as instructional 
techniques and learning principles ( Alvarez et al.2004), self-management and 
relapse prevention strategies ( Tziner et al., 1991); (Wexley and Nemeroff 1975), 
goal setting (Gist et al. 1990); (Brown 2005), and the four ability dimension factors 
of the learning transfer system inventory (LTSI), such as the training content 
validity, transfer design, personal capacity for transfer, and the opportunity that 
trainees have to use learning in the work context (Bates et al. 1998); (Chen et al. 
2005); (Ford et al. 1992); (Holton et al. 2000). 
Regarding organizational-level factors, Kontoghiorghes (2004) emphasized the 
importance of both transfer climate and the work environment in facilitating 
transfer. Transfer climate includes a number of factors including supervisory and 
peer support, but also task cues, training accountability, opportimities to practice, 
opportunities to use new knowledge and skills, and intrinsic and extrinsic rewards 
for using new knowledge. Work environment factors include sociotechnical 
system design variables (e.g., fostering job involvement, employee involvement, 
information sharing), job design variables (e.g., fostering task autonomy, job 
match), quality management variables (e.g., employee commitment to quality 
work, customer focus), and continuous learning variables (e.g., continuous 
learning as a priority, rewards for learning). With a sample of 300 employees in 
the information technology division of a large U.S. automaker, Kontoghiorghes 
(2004) found support for both climate and work environment factors as predictors 
of transfer motivation and performance. 
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A number of studies have investigated in-training strategies for improving 
transfer, with little or mixed success. Brown (2005) examined goal setting at the 
end of training by comparing three conditions: setting distal goals, setting 
proximal plus distal goals, and telling participants to do their best. Contrary to 
expectations, participants instructed to do their best out-performed trainees told to 
set distal goals, and did as well as participants told to set proximal plus distal 
goals. In contrast, Richman-Hirsch (2001) reported positive effects for a post 
training goal-setting intervention, particularly in supportive work environments. 
The importance of holistic and more systemic models of transfer takes into 
account various factors outside of the learning intervention (Ruona et al, 2002; 
Kontoghiorghes, 2002; Russ-Eft, 2002). Those situations and consequences in 
organizations that either inhibit or facilitate the use of what has been leamed in 
training back on the job—referred in the literatvire as transfer climate (Rouiller & 
Goldstein, 1993)—have been shown to influence transfer outcomes directly 
(Kontoghiorghes, 2001; Lim & Morris, 2006; Mathieu et al, 1992; Tracey et al., 
1995), indirectly as a moderator between individual or organizational factors and 
transfer (Burke & Baldwin, 1999), and as a correlate to transfer implementation 
intentions (Machin & Fogarty, 2004). Features of a positive transfer climate have 
been identified as cues that prompt trainees to use new skills, consequences for 
correct use of skills and remediation for not using skills, and social support from 
peers and supervisors in the form of incentives and feedback (Rouiller & 
Goldstein, 1993). 
Since 1980's transfer of training theories emerged to highlight the interaction 
among the trainee characteristics and the work environment as the primary source 
of influence on transfer of training (Baldwin & Ford 1988); (Broad & Newstrom 
1992). Some trainee characteristics thought to affect transfer have been 
suggested in the literature: motivation, self-efficacy, and self-expectancy. 
Motivation to transfer can be described as "the trainees' desire to use the 
knowledge and skills mastered in the training programme on the job" (Noe 1986). 
Self-efficacy refers to an individual's judgment on "how well one can execute 
course of action required to deal with prospective situations" ( Bandura 1982). 
Expectancy theory proposes that people interact proactively with their 
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environments based on their expectancies about the likelihood of the desired 
outcomes (Howard 1989). 
The traditional transfer strategies are not sufficient for achieving substantial 
positive transfer because they focus only on the period of acquisition of skills 
within a training process. The literature has focused primarily on the period after 
training as the crucial time to facilitate positive transfer (Michalak 1981). Many 
post-training strategies have been suggested in the literature. The main purpose 
of these strategies is to build a facilitating transfer climate through forming a 
support group or buddy system to support transfer. Specifically, these strategies 
attempt to help trainees clarify the expectations and goals for transfer, provide 
feedback, provide social, emotional, and task support, and thus increase trainees' 
motivation and self-efficacy to transfer (Broad and Newstrom 1992). 
Goldstein and Ford (2002) also proposed a model of learning and transfer 
outcomes, which further demonstrates links between critical areas necessary for 
transfer outcomes. As shown in the model, learning outcomes (trainee and 
retaining material) are influenced by the quality of instruction and trainee's 
readiness and motivation to learn. These factors indirectly affect transfer 
outcomes because they impact on learning outcomes occurring during the 
training session. The extent of transfer of learning outcomes to the workplace 
(transfer outcomes) also depends on factors within the workplace (work 
characteristics) Fig 2(iii). 
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Training Design 
characteristics 
Trainee 
characteristics 
Learning Outcomes 
Cognitive 
Skills 
Affective 
Transfer outcomes 
Generalization/ adaptability 
Maintenance/ 
enhancement 
Work characteristics 
Figure 2 (iii): Goldstein and Ford's model of learning and transfer 
Success of training depends hugely on objectives of training, content, methods, 
and the need of the training. 
Goldstein and Ford (2002) identify four main barriers to the transfer of 
training into work practice: 
(a) Failure to consider trainees' personal characteristics when designing 
training 
(b) Conducting training in isolation from the job trainees perform 
(c) Failwe to consider strategies that may potentially enhance or detract 
from the trainee's ability to translate new skills into practice 
(d) Failure to consider the role or aims of the organisation. 
Transfer of training refers to transfer of learned behaviour or skill on the job. 
The transfer depends on trainee's inherent qualities and the support of the 
organisation. Individual traits like Self efficacy, job involvement, job satisfaction, 
locus of control etc. have an impact on learning and transfer pattern of training. 
The appropriate inbuilt system and processes prevalent in the organisational 
culture promotes, support transfer of training for enhancing organisational 
effectiveness. 
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Effectiveness of training depends on how efficiently training has been 
transferred on the job. There are various organisational and individual factors 
responsible for outcome of the transfer of training. Individual factors includes 
trainability of an individual, it varies as per the character and behaviour of 
individual. Locus of Control, Job involvement, job satisfaction, self efficacy and 
motivation to learn are some of the individual factors which determine the 
trainability of the individual. Organisational culture. Organisational learning, 
training philosophy and support of superiors/organisation also affect the 
effectiveness of training. 
2.4 Training evaluation 
Organisations are investing lot of resources in training activities. 
Therefore, there is a need to evaluate the training programme and its 
effectiveness. Otherwise, the whole process of training will become a ritual only. 
All training programs should be evaluated (Hubbard 1995). There are many 
reasons as to why it is essential that training is evaluated. Effectiveness is an 
important aspect of a training programme otherwise the training is obsolete. It is 
important not only that the benefits of training be maximized, but also that these 
benefits are documented. Recently proposed conceptualizations and measures of 
training effectiveness can enhance the perceived benefits of training fi"om the 
perspective of the various stakeholders in the process, including those who 
participate in training, those who deliver it, and those who fund it (e.g., organi-
zations Bruke & Hutchins 2007). It is important that training evaluation include a 
consideration of the intended purpose of the evaluation, the needs and 
sophistication of the intended audience, and the variables related to various types 
of utility reactions (i.e., affective versus utility). 
There are several ways to ensure effective training in the workplace. Companies 
need to be evaluating their programmes which research has shown that only 25% 
of them are taking this very necessary step (Kraiger 2002). Most companies use 
reactions data where employees state their satisfaction wdth the information and 
the trainer. The participants in the training programmes must be willing and 
ready to learn the material. They need to have motivation or a compelling reason 
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to absorb the information. The information in the training programme must be 
learned and transferred to the job. The participants must know why the training 
is occurring. The information presented needs to be significant to the trainees. 
They must be able to practice their knowledge and receive feedback from the 
trainers as to their progress (Kraiger 2002). Furthermore, AUiger and Janak, 
(1989); Tannenbaum, Benneett, Traver, & Shotland, (1997) showed that reactions 
data is correlated weakly at best with learning, behaviour and results data. In fact. 
Tan, Hall and Boyce (2003) found that those who reported disliking the training 
programme actually learned the most. 
An effective evaluation is much more than that. In 1994, a survey of training in 
the United States found that for companies v^th 100 more employees, 66 percent 
said they assessed learning, 62 percent assessed behavioral change, and 47 
percent assessed the impact of training on organizational outcomes (Geber 1995). 
In 1996 another study indicated 70 percent assessed learning, 63 percent assessed 
behavior, and 25 percent organizational results (Olsen 1998). Both studies show 
an increase in evaluation efforts since the late 1980s. A major reason given for 
this change is an increase in accoimtability for everyone. 
The most important reason is to discover if learning has taken place in the 
training session. Learning can take place mentally, emotionally or by a change in 
the level of skill a person acquires. Companies and especially decision makers 
want to understand how and why the training programme is effective, and are 
they getting return from the investment in training? (Kraiger, Ford and Salas 
1993). 
While determining training needs and generating new fraining programs for 
employees is important, yet it is not enough. There is also a need to evaluate the 
effectiveness of the training efforts in order to rationalize them. Prior studies 
indicated that companies use different levels of analysis to evaluate training 
effectiveness. Some companies follow a traditional approach that focuses on 
trainees' attitudes or reactions to a training program e.g., frainees opinions about 
training materials, delivery methods, effectiveness of the trainers, usefiilness of 
the training program, etc). Others extend the training evaluation to incorporate 
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some measured outcomes of the training programs (e.g., skills learned or 
knowledge gained, measured changes in trainees' behaviour on the job after the 
training, etc). Still other companies seek to measure the net financial effects of 
the training programs (or their returns) to the company, as whole, or to its 
individual departments. Measuring the effectiveness of a training program at the 
reaction level and/or the levels of skills learned or knowledge gained are the most 
common approaches that companies use Bramley and Kitson (1994). 
Bramley and Newby (1984) identify five main purposes of evaluation: feedback 
(linking learning outcomes to objectives, and providing a form of quality control), 
control (using evaluation to make links from training to organisational activities, 
and to consider cost effectiveness), research (determining relationships between 
learning, training, transfer to the job), intervention (in which the results of the 
evaluation influence the context in which it is occurring), and power games 
(manipulating evaluative data for organisational politics). 
In most organisations, training is typically evaluated using reaction data (Saari, 
Johnson, McLaughlin & Zimmerle 1988). The participants are asked about their 
satisfaction level of the training programme, content and trainer. Companies 
should be evaluating their programmes using data that show the amount of 
learning and transfer that takes place once the person returns to their job. 
The importance of evaluation for training effectiveness requires its inclusion as 
part of the training programme and not something to be thought of at the end of 
training. Hence, a plan of evaluation should precede training and not follow it. 
Randall (1960) suggested following objectives of training evaluation:-
(1) To create a self-correcting training system in order to increase 
effectiveness of current and subsequent training; 
(2) To have a well-controlled training programme in which strengths and 
weaknesses are identified and corrected by means of a positive 
feedback; 
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(3) To provide information which facilitates the introduction of new ideas 
and changes for increasing training effectiveness; 
(4) To aid the learning process of the trainee. While evaluating the training, 
the trainee indirectly assesses his own learning and it is the primary 
principle of the psychology of learning that knowledge of results 
facilities learning. 
Effectiveness of training programme usually is determined by assessing 
combination of the criteria presented in Kirkpatrick's (1967) hierarchical model 
of training outcomes. This hierarchy is composed of four levels of training 
outcomes: (a) trainee's reactions to the program content and training process 
(reaction); (b) knowledge or skill acquisition (learning); (c) behaviour change 
(behaviour); and (d) improvements in tangible individual or organizational 
outcomes such as turnover, accidents, or productivity (results). 
Philip (1997) has developed return on investment on model (ROI) which consists 
of five stages. The first four stages reaction, learning, behaviour and results are 
similar to Kirkpatrick model, but the fifth one is return on investment, which 
focuses on benefits - cost comparison. (Bushnell, 1990) introduced Input, 
Process, Output, Outcome (IPO) system of evaluation, thereafter, Training 
Validation System (Fitz-End 1994), Goal-based (Worthen & Sanders 1997) 
contributed in the area of evaluation of training. The problem with evaluation is 
that only reaction is being evaluated rather than the results. 
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Goldstein (1974) puts forward simple model of an instructional system, in 
which the identifies the three main phases as the assessment, training and 
development and evaluation phases. 
Assessment 
Phase 
Assess 
instructional 
need 
Training and 
Development 
Phase 
Evaluation 
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r — • Derive 
objectives 
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Select training 
media and 
learning 
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Preset 
training 
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training 
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training 
Evaluate 
transfer 
— ^ — 
Figure 2 (iv): Goldstein Evaluation Model 
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There are three validity issues related to evaluation of training-namely, 
internal validity (did the training make a difference), training activity (did they 
reap), performance validity (are they transferring the learning?). Evaluation of 
training is an attempt to obtain information (Feedback) on the effect of training 
programmes and to assess the value of the training. It is an ongoing process and 
performed during the analysis, design, development and implementation phases 
after the participants return to their job (Goldstein 1978). Evaluation may be 
internal focusing on the instructional process and measuring the learning 
outcomes, and external which includes transfer of learning on to the job situation, 
and getting feedback from participants. The purpose of evaluation includes 
feedback, control, research, intervention and power games (Bramley & Newby 
1984). Various factors which influence the outcome of evaluation are the nature 
and type of organisation; trainer's understanding of evaluation; conduct of 
evaluation; methodology for evaluation and availability of resources such as, time; 
money and personnel. Burgoyne and Cooper (1975) revealed that very few 
practitioners were assessing other than trainee's reactions. Easterby, Smith, and 
Tanton (1985) observed that much current practice is only a ritual. In many cases 
the evaluation that counts is done before the course is ever given. Post-course 
data merely confirm judgements that the training is satisfactory. Foxon (1989) in 
his review of training and development programmes evaluation found that 
trainers had a firm belief in principle of evaluation, but it was limited to measure 
only the reaction of trainees. 
Philips (1997) has divided training results emanating from evaluation into 
two types of data- hard data, which includes output, quality, time and cost, and 
Soft data which comprises work habits, work, climate, attitudes, new skills, 
development, advancement, and initiative. Evaluation uses certain assessment 
and validation tools for ensuring the practical resuhs of the training and to 
determine whether the objectives of training are met or not. Pareek & Lynton 
(2000) has observed that there are seven major aspects of training to evaluate. 
They are listed below, with three parts of each. The sets are also matched with 
their "dimensions"—KIPO. And the diagram orders these aspects into a 
conceptual scheme of training. 
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Converge of Evaluation 
S.No 
1 
2 
3 
4 
5 
6 
7 
Areas of Evaluation 
Pre-training Factors 
Context 
Training Inputs 
Training Management 
Context 
Training Process 
Participant 
Development Outcome 
Organisational 
Development 
Outcome 
Post-training Factors 
Context 
Dimension 
• Preparation 
• Learning motivation 
• Expectations 
• Curriculum including strategy 
(sequencing) 
• Specific events 
• Expectations 
• Preparation 
• Learning motivation 
• Expectations 
• Areas of satisfaction/dissatisfaction 
• Training facilities 
• Other facilities 
• Conceptual development 
• Learning of skills 
• Change in values/attitudes 
• Change in behaviour 
• Application 
• Job effectiveness 
• Team effectiveness 
• Organisational effectiveness 
• Cost 
• Organisational support 
• Organisational factors hindering or 
facilitating use of training 
Sikka (1985) suggests two models to evaluate training effectiveness. First is the 
expectation-achievement model consisting of matching post-training 
achievements with pre-training expectations of the Supervisor, peers, the 
subordinates and trainee himself. The second is the experimental control group 
model, wherein a group of employees who have gone through training is 
compared in terms of their performance with those who have not. The models 
are useful in generating comparative data to judge if training has really made a 
dent. 
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Bramley and Kitson (1994) discussed four levels of training evaluation. 
The first is the trainees' reaction to the program. It focuses on assessing what the 
trainees thought of the training program, usually in the form of a questionnaire. 
The second level is trainees' learning. It focuses on measuring their gained skills 
that were specified as training objectives. The third level is the behavioural 
outcome. It focuses on measuring aspects of job performance, which are related 
to the training objectives. The fourth level is the organisational results. It 
focuses on the results of the training program to organisational objectives and 
other criteria of effectiveness. 
Phillips et al (2000) has developed return on investment model, which consists of 
five stages. The first four stages reaction, learning behaviour and results are 
similar to Kirkpatrick model, but the fifth one is return on investment which 
focuses on benefits-cost comparison-
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Fig 2 (v): Phillips ROI Model 
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Burgoyne and Cooper (1975) and Snyder et al. (1980) discussed evaluation in 
terms of feedback and the resultant issue of control. A decision must be made 
about how and to whom evaluation feedback will be given. Evaluators are usually 
conversant with the purpose of the evaluation once they commence it, but this 
may be because they have a generalised view that the purpose of evaluation is to 
produce a certain set of data, or because they have determined what purpose the 
client wishes the evaluation to have. It is possible however that an evaluator may 
have no specific purpose. The identification of unanticipated side effects of the 
program may be an important evaluative purpose. Lange (1974) suggests it is 
often difficult to determine the purpose - there may be several; fiirthermore, the 
evaluator may not discover the real purpose until the end of the exercise. 
The objectives-driven model focuses on the extent to which training objectives 
have been met, and the common method of evaluating transfer of learning is by 
control groups. The desirability of setting measurable objectives, following a 
cost-effective plan to meet them, and evaluating to determine the degree to which 
they are met is a recurring theme in the HRD literature (Elkins 1977); (Freeman 
1978); (Keenan 1983); (Del Gaizo 1984); (Larson 1985). 
The literature is cluttered with suggested evaluation techniques ranging from 
simple questionnaires to complex statistical procedures. Often the one technique 
is presented under several different names, such as pre & post testing which is 
variously referred to as pre-then-post testing(Mezoff 1981), the 3-Test Approach 
(Rae 1983), and Time Series Analysis (Bakken and Bernstein 1982). Similarly, 
Protocol Analysis Mmobuosi, (1985) and the journal method of Caliguri (1984) 
are basically one and the same technique. 
Recent years have witnessed a burgeoning of evaluation methods developed by 
scholars and practitioners (e.g., Wang & Spitzer, 2005), which offer training and 
HRD professionals more alternative approaches and opportunities to conduct 
outcome evaluation. Brown (2002) indicates that tests are a means through 
which to gather data from employees. They can be constructed in order to assess 
the level of understanding a employee possess about their position. Tests are 
easily administered in a specific setting or the employee can fill them out fi-om 
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their home. This type of data collection is a great way to assess deficiencies in 
the skills of various employees or a specific target group. 
A number of reasons have been noted for organizations failing to conduct 
systematic evaluations. First, many training professionals either do not believe in 
evaluation or do not possess the mind-set necessary to conduct evaluation 
(Swanson, 2005). Others do not wish to evaluate their training programs because 
of the lack of confidence in whether their programs add value to, or have impact 
on, organizations (Spitzer, 1999). Lack of evaluation in training was also 
attributed to the lack of resources and expertise, as well as lack of an organization 
culture that supports such efforts (Desimone, Werner, & Harris, 2002; MoUer, 
Benscoter, & Rohrer-Murphy, 2000). 
In a broad sense, training program evaluation can be divided into two categories, 
formative evaluation and summative evaluation (Noe, 2002; Scriven, 1996). An 
evaluation intended to provide information on improving program design and 
development is called formative evaluation (Scriven, 1991). Specifically, the 
purpose of formative evaluation is to identify weakness in instructional material, 
methods, or learning objectives with the intention to develop prescriptive 
solutions during training program design and development (Brown & Gerhardt, 
2002). 
In contrast, an evaluation conducted to determine whether intended training goals 
and outcomes are achieved is called a summative evaluation (Scriven, 1991). 
Summative evaluation is conducted after a training program has been delivered. 
There may be few resistances to evaluation of training. The HR officials may 
feel that evaluation is a threat to their job. Blanchard, Thacker (2006) opines that 
Training managers can come up with a surprising number of reasons for not 
evaluating training such as nothing to evaluate and No one really cares about it. 
Such resistance have to be tactfully managed and the focus should be on 
fulfilment of organisational objectives. 
With the increase of spending on training activities by the organisation there is a 
need to evaluate training programmes and its effectiveness. Evaluation of 
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training should be an integral part of the planning of training programmes and its 
execution. It should be a self correcting training system to identify strengths and 
weaknesses of the training inputs. It should provide feedback to introduce new 
ideas and methodologies to improve training effectiveness. There are number of 
tools for evaluating the training programme. Evaluation should be more than just 
assessing the reaction of the training. 
2.5 Training Evaluation and Training Effectiveness 
There is a difference between Training evaluation and Training 
Effectiveness. Training evaluation is a methodological approach for measuring 
learning outcomes. Training effectiveness is a theoretical approach for 
understanding those outcomes. Because training evaluation focuses solely on 
learning outcomes, it provides a micro-view of training results. Conversely, 
training effectiveness focuses on the learning system as a whole, thus providing a 
macro-view of training outcomes. Evaluation seeks to find the benefits of training 
to individuals in the form of learning and enhanced on-the-job performance. 
Effectiveness seeks to benefit the organization by determining why individuals 
learned or did not learn. Finally, evaluation results describe what happened as a 
resuh of the training intervention. Effectiveness findings tell us why those results 
happened and so assist experts with developing prescriptions for improving 
training. 
The literature suggests that there are organisational and individual factors 
affecting the training effectiveness. Organisational culture, organisational 
learning, need based training, training design, training methodology, 
infi-astructure, work envirormient plays a major role in effectiveness of training. 
Individual factors too have a bearing on results of training i.e. motivation of 
trainees, locus of control of trainees, job involvement, job satisfaction etc. 
Additionally, there are specific characteristics that contribute to the facilitation of 
the learning. First, is the trainability of the people considered for the training 
program. Their cognitive ability impacts the amount of information they learn 
(Ree & Earles 1992). Employees also need to posses the basic skills and 
minimum cognitive ability needed to perform the job. Second, their personality 
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and specifically the trait of conscientiousness impacts the amount of learning that 
takes place (Kraiger 2002). People who possess this trait tend to be dependable, 
responsible, organised and strive toward achievement. Those who believe that 
they can learn are highly motivated to learn and value goals. 
Noe (1986) proposed a model of the motivational influences on the effectiveness 
of training programs. The dependent variables for the model include the multiple 
measures of training effectiveness described by Kirkpatrick (1967). The model 
describes the possible influences of trainees' attitudes toward their behaviour, job, 
career, and work environment on leaming, behaviour change, and attainment of 
desirable organizational outcomes. The variables included in the model were 
chosen on the basis of a review of the organizational behaviour and training and 
development literature. 
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Fig 2 (vi): Noe's Model of Motivational influences on the effectiveness of 
training 
Work environment factors that affect transfer can be classified into three 
categories: organisational climate, social support and task support. 
Organisational climate is generally defined as the perceived structures, values, 
systems, and qualities of a particular organisation (Jones & James, 1979). The 
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primary source of social support are management/supervisors, work groups, and 
trainers. 
As per the model devised by Noe (1986), environment favourability has an 
impact on learning behaviour of the trainees. The work environment is an 
important factor for learning and transfer of learning on the job. It includes 
variables in the organisational culture and climate dimensions, such as the 
continuous learning culture (Tracey et al. 1995) and supervisor support, 
supervisor sanctions, peer support, and performance feedback (e.g. Baldwin and 
Ford, 1988); (Colquitt et al. 2000); (Holton et al. 2000); (Holton et al. 1997); (Noe 
1986); (Tracey et al. 1995); (Tracey and Tews 2005). 
Almost always, the application of learned knowledge and expertise are 
intertwined with other organizational factors, such as organization support and 
the application environment (Holton, 2005; Wang et al., 2002). Organization 
cultiire has a major bearing on effectiveness of trainee in an organization. 
Organization which promotes learning will encourage its employees for training 
to enhance their knowledge, skill and attitude, will provide support, encourage 
experimentation/ innovation and strive for synergy. Therefore, organizational 
learning is considered to have an impact on the learning from training programme 
as well as transfer of learning on the job. 
2.6 Organisational Learning 
The organisation emphasizing on the learning and sharing will have a 
conducive envirormient for training effectiveness. The concept of organisational 
learning has been widely espoused. Huber (1991) believes that organisational 
learning consists of four major constructs: knowledge acquisition, information, 
distribution, information interpretation, and organisational memory. His views 
have been basically synthesized towards interactive systems within the 
organisational learning construct. 
Argyris and Schon (1978) has described Organisational Learning as 'a process in 
which members of an organization detect error or anomaly and correct it by 
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restructviring organizational theory of action, imbedding the resuhs of their 
inquiry in organizational maps and images' whereas DiBella et al. (1996) feels 
that it is 'the capacity (or processes) within an organization to maintain or 
improve performance based on experience'. There has been wide ranging 
definitions of Organisational learning, according to Edmondson and Moingeon 
(1999), 'Organisational learning is a process in which an organization's members 
actively use data to guide behaviour in such a way as to promote the ongoing 
adaptation of the organization. 
Senge (1990) popularized the term 'learning organisation', states that such 
organizations have the following five characteristics. These are: 
1. Develop personal mastery. 
2. Use mental models. 
3. Build shared vision. 
4. Understand the power of Team learning. 
5. Use systems thinking. 
The concept of learning has traditionally been used in the context of individuals. 
This concept was extended to organizations, with a distinction being made 
between organizational learning (OL) and individual learning. Pareek (2000) 
proposes mechanisms that are helpfiil in diagnosing OL systems and intervening 
to make them more effective. Furthermore, He defined OL as "the process by 
which an organisation acquires, retains, and uses inputs for its development, and 
the process results in an enhanced capacity for continued self-learning and self-
renewal." 
Scholars have been debating over the difference between organisational learning 
and learning organisations. Chan, Ladd (2004) pointed out that, in spite of the 
theoretical complexity, the various definitions indicate organisational learning is 
a change process where organisations acquire knowledge and skills to deal with 
issues or problems in order to enhance processes or productivity. 
Even though measures of transfer climate are in a state of transition, the influence 
of other situational influences on trainee skill maintenance continues to serve as a 
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reliable factor in explaining training transfer. Research in the area of 
organizational learning culture (Awoniyi et al., 2002; Bates & Khasawneh, 2005; 
Egan, Yang, & Bartlett, 2004), provides a broader understanding of how an 
organization's value of learning can impact performance resulting from training. 
Ultimately, transfer be considered from a multidimensional perspective to 
elucidate the relationships among situational and individual factors (Ford & 
Weissbein, 1997; Lim & Morris, 2006; Machin & Fogarty, 2004). Ford and 
Weissbein (1997) suggested to be mindful to explore transfer not just from an 
individual program perspective but also from a departmental, subimit, or 
organizational perspective. 
The research literature suggests seven key factors responsible for facilitating 
organisational learning. These include individual learning (Argyris and Schon 
1978); (Kin 1993), team learning (Senge 1990), knowledge sharing (Huber 1991); 
(McDougall and Beattie 1998), shared vision (Senge 1990), positive learning 
environment (McDougall and Beattie 1998), change-friendly culture (Argyris and 
Schon 1978), and system thinking (Senge 1990). Companies intending to be 
learning organisations must invest their resources towards developing as well as 
sustaining these factors of organisational learning. 
Continuous-learning culture is defined as "a pattern of shared meanings of 
perceptions and expectations by all organisational members that constitute an 
organisational value or belief (Tracey et al 1995). Such shared meanings involve 
individual, task and organisational characteristics, hi consequence, employees 
working in a continuous-learning environment share the perceptions and 
expectations that learning is essential to them and associated with their work. 
According to their empirical study, continuous-learning culture was directly 
related to post training behaviours. 
The supports-in-organisation variables come from the concept of social support 
that is said to be influential when employees believe that other client systems in 
the organisation (e.g. their supervisors and peers) provide them with opportunities 
for practising new skills and knowledge in the job settings(Noe 1986). 
Opportunity to practise ensures that when trainees have plenty of chances to 
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apply what they have learned to their jobs, a larger amount of training content can 
be transferred (Ford et al 1992). Some researchers have used the term "transfer 
climate" to represent the social supports from the organisation e.g. (Tracey 1992). 
Basically, there are four major sources of social support - subordinate, peer, 
supervisor and top management (Facteau et al 1995). 
Organisational learning has emerged as one of the tool for effectiveness of the 
organisation. It is a process by which organisations acquire knowledge and 
shares amongst the employees, encourages experimentation, believes in learning 
in teams. This inbuilt capacity of the organisation helps to maintain or improve 
productivity. 
2.7 Organisational Learning and Transfer of Training 
An organizational culture that fosters employee development and growth, 
favours constant improvement and progress, and encourages employee initiative 
will have a positive impact on transfer of training. For example, Baumgartel, H., 
Reynolds M. and Pathan, R. (1984) found that an organizational climate 
characterized by high appreciation for performance and innovation had a positive 
impact on the application of trained skills. Such a culture increases trainee 
motivation to transfer newly acquired knowledge and skills to the job setting. In 
addition, as more employees engage in effective transfer of skills, such 
behaviours come to be taken for granted. Over time this norm of actively seeking 
to apply new knowledge and skills could become institutionalized (Zucker 1987), 
which has positive effects on the effectiveness of training programs in 
organization. On the other hand, an organizational culture that is more "passive" 
and unenthusiastic about change and challenge will not encourage the effective 
transfer of trained skills. 
Tziner e/ a/ (1991) found that supportive enviroimient alone could not influence 
trainees' use of trained skills. Rouiller and Goldstein (1993), using a sample of 
managers of fast-food restaurants to study the effect of transfer climate on 
posttraining behaviour, further found that transfer climate was not significantly 
related to learning. Yet, some authors' findings indicated that a positive transfer 
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climate encouraged transfer of behaviour in the job setting (Olsen 1998); 
(Rouiller and Goldstein 1993); (Tracey et al 1995). Other studies showed that 
support from supervisors and peers moderately affected pre-training motivation 
(Facteau et al 1995) but significantly affected the perceived transfer of training 
(Xiao 1996). Seyler et al (1998) revealed that opportunity to transfer and peer 
support were related to motivation to transfer, while Axtell et al (1997) found that 
trainees' motivation to transfer was a key predictor of both immediate (one month) 
and longer-term (a year) skill transfer. Moreover, subordinates' support (Facteau et 
al 1995) and management support (Brinkerhoff and Montesino 1995) could 
facilitate transfer of training. (Brinkerhoff and Montesino 1995) also found that 
strong relationships built by involved parties (i.e. trainers, trainees and managers) 
before, during, and after training could ensure a positive transfer. 
Although practitioners stress the importance of the work environment in creating 
positive transfer of training, empirical research focusing on this dimension was 
limited (Baldwin and Ford 1988). Recently, more studies have been based on 
note such work-environment variables as supports-in-organisation, continuous-
learning culture and task constraints e.g. (Facteau et a 1995); (Tracey et al 1995). 
Another major component of work environment is task constraints. Mathieu et al 
(1992) found that task constraints were shown to be negatively, but only 
marginally, related to training motivation. Furthermore, the study of Facteau et al 
(1995) revealed that manager's perceptions of task constraints in the environment 
were not significantly related to their pre-training motivation and perceived 
training transfer. 
Perhaps the most consistent factor explaining the relationship between the work 
environment and transfer is the support trainees receive to use their new skills and 
knowledge (Clarke, 2002). 
Support from peers and colleagues have also proven to wield more consistent 
influence on trainee transfer than supervisory support (Facteau et al., 1995). 
When testing a model of individual and organizational support for transfer, peer 
support emerged as having the only significant relationship (B = .65, p < 0.05) 
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with skill transfer in the modeled relationship; the other variables (supervisory 
support, self-efficacy, and goal orientation) affected skill transfer through 
pretraining motivation (Chiaburu & Marinova, 2005). In a qualitative study 
exploring which peer support behaviors were most influential on transfer, Hawley 
and Barnard (2005) found networking with peers and sharing ideas about course 
content helped promote skill transfer 6 months after training. However, despite the 
findings for peer support and trainee transfer, the lack of manager support 
participants perceived back on the job limited the positive influence of peer 
support on continued skill maintenance. Follow-up focus groups conducted 6 
months after the training revealed that manager support of transfer could be 
improved with a better alignment of organizational and training goals. 
Training failure can be a manifestation of the values, beliefs, and assumptions 
shared by members of various levels of organizational culture. Bunch (2007) has 
pointed out that disregard for sound practices are an immediate cause of failure 
but also a reflection of cultural barriers that can circumvent the best-designed 
program. Beliefs that training is simple, unimportant, or pointless generate 
behaviours such as employing incompetent trainers, rejecting the 
recommendations of competent trainers, discouraging transfer of learning to the 
job, and failing to recognize positive transfer. 
In the review of literature, Ford and Weissbein (1997) have emphasized that, for 
deriving practical applications, more efforts have to be devoted to examining the 
relationships between work-environment factors with learning and transfer so as 
to develop intervening strategies by adjusting these factors to a favourable level. 
The supports-in-organization variables come fi-om the concept of social support 
that is said to be influential when employees believe that other client systems in 
the organization (e.g. their supervisors and peers) provide them with opportunities 
for practicing new skills and knowledge in the job settings (Noe, 1986). 
Opportunity to practice ensures that when trainees have plenty of chances to 
apply what they have learned to their jobs, a larger amount of training content can 
be transferred (Ford, J.K., Quinones, M.A., Sego, D.J. and Sorra, J.S. 1992) 
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Recent increases in the study of work-environment variables have resulted in a 
more mature understanding of the impact of work envirormient on training 
transfer. Relevant publications include the operationalisation of the meanings of 
work environment (e.g. dimensions as transfer climate and continuous-learning 
culture) by Tracey (1992) and the study of construct validation of work-
en viroimient measures (e.g. the development of a transfer climate instrument by 
Holton, E.F., Bates, R.A., Ruona, W.A. (2000).On the other hand, Tracey, J.B., 
Tannenbaum, S.I., Kavanaugh, M.J. (1995) examined the impacts of transfer 
climate variable on transfer outcomes using a sample of supermarket managers, 
while Rouillier and Goldstein (1993) used a sample of managers of fast-food 
restaurants. The relationships of these constructs deserve more tests to ascertain 
their generic validity in other training programmes for managers in order to 
identify the key characteristics of climate and culture to support the positive 
transfer of supervisory or managerial skills. 
Saks and Belcourt (2006) studied the effect of activities before training (e.g. 
supervisor involvement, training attendance policy), during training (e.g. training 
rewards, training feedback) and after training (supervisor support, organization 
support) on transfer of training. One of their important findings showed that pre-
training and post training activities were more strongly related to transfer than 
were activities during training. A group of researchers also attempted to establish 
a generic instrument, namely the learning transfer system inventory (LTSI), to 
measure transfer and its antecedents in real work settings (Holton, Bates, and 
Ruona 2000). The LTSI classified 16 constructs (identified based on extant 
literature) into four categories: trainee characteristics, motivation, work 
environment and ability. 
Very few empirical studies have been found which assesses the impact of 
organisational learning on transfer of training. Roberson, Kulik and Pepper 
(2009) conducted evaluation study of diversity training of associates of different 
departments. They found that trained knowledge and skill were positively related 
to the use of transfer strategies by their respective organisations. 
41 
Valeda, Caetano, Michel, Lyons, and Kavanagh (2007), recently 
investigated whether aspects of the work environment (performance feedback and 
supervisor support) predicted the transfer of training. Specifically, performance 
feedback from the supervisor that was received after training had a significant 
correlation with skill transfer. In their study, performance feedback was defined 
as an indication from management about how well an employee is performing on 
the job. Feedback concerning the newly acquired knowledge and skills, and how 
these relate to job performance, increases the probability of its fransfer to the 
workplace(Valeda, Caetano, Michel, Lyons, and Kavanagh 2007). Although 
positively related to training transfer, the other component of the work context -
supervisor support - did not predict skill transfer. This is a finding that is 
consistent with several other studies examining support coming from a vertical 
source (e.g. Ghiaburu & Marinova, 2005; van der Klink et al., 2001). 
In learning organisations, emphasis is laid on shared learning and team work. 
Leaders play an important role in subordinate development. Kang and Stewart 
(2007) states that leaders who from high-quality social exchanges with their 
subordinates create an environment where subordinates have increased levels of 
trust, empowerment and performance. These dimensions are beneficial for 
training transfer. 
Effectiveness of training programs and interventions extends beyond the 
individual participating in the training, the particular type of training and the 
intervention design features. The individual who has a good relationship with his 
or her supervisor stands a much better chance of benefiting from the training, 
which will lead to positive outcomes, both for the individual and the organisation. 
Anne Scaduto, Douglas Lindsay and Dan S Chiaburu (2008) conducted a study 
on transfer of training and found that Leader Member Exchange is positively 
related to training transfer, training maintenance and training generalization. 
2.8 Training Design and Training Effectiveness 
For achieving the objectives of training programme, the fraining course 
should be designed effectively. Design should include proper objectives, relevant 
42 
contents, methodology which is helpful for the process of learning. Improper 
design will make the training programme a mere ritual of assembly of employees 
of the organization in an official function. 
In terms of training delivery, recent research indicates that the benefits of using 
technology can be enhanced by providing trainees with adaptive guidance. 
(Herman Aguinis and Kurt Kraiger 2009). 
Circumspect procedure is required for starting the design process (Lynton & 
Pareek 2000). It is similar to that required for developing the overall strategy: 
within its narrower confines, it must include all the key components and provide 
for successively finer approximation. Developing good training objectives takes 
time, effort and careful thought. Good training objectives affect the learning of 
trainees. Training design, trainer and training evaluation. Trainees benefit from 
training objectives in a nvmiber of ways. Objectives at the beginning of training 
tells the trainee exactly what will be required at the end of training. Knowing 
what is expected up front can serve to reduce the stress of the training. It also 
provides a context for focusing trainee's attention, and attention is the first step in 
the learning process (Blanchard, Jame, Thacher 1999) 
Designing the training programme with clearly defined objective is a vital step in 
the entire gamut of training activities. Training is a means to achieve an end. It 
is not an end in itself Unless the objectives are clearly defined and programme 
designed in such a way that it leads to the achievement of the objective set out, it 
will be only a wasted effort (Singh 2004). The linkage between the design and 
the objectives must be carefully thought through by the trainer before announcing 
a programme. 
Emphasizing on the importance of Training, Blanchard, Jame, Thacher (1999) 
observed that desirous about training , design of training integrate what we know 
about " how people learn" (Learning theory) with "what they need to learn" to 
develop the appropriate training, that is, how the training needs will be addressed. 
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People learn best when they feel they have control over the pace and depth of the 
learning process (Scherer 1984). Therefore, training design should allow trainees 
to have input into the pace and time spent on topics. Trainees will attend to things 
in the environment that are most important to them. 
Retention of what is learned in training programme is an important aspect. Linou 
& Kontogiannis (2004) compared immediate recall and follow-up retention levels 
(after six weeks) in four groups. Trainees were production engineering 
undergraduates. The primary objective of training was to help participants 
develop diagnostic strategies to identify symptoms and problems given a set of 
fault scenarios. One group received systemic training (focusing on structural, 
ftinctional, and physical relationships among subsystems), two groups received 
either low-level or high-level diagnostic information, and one group received 
general training on theories related to manufacturing plants. The theory group 
and both diagnostic groups performed better on the immediate recall measures, 
whereas the systemic group performed better on the retention measure, pre-
sumably because group members buih a more stable organization (mental model) 
of the training content. Similarly, HoUaday & Quin~ones (2003) showed that 
adding variability to practice trials resulted in better long-term retention, 
presumably because trainees had to exert greater effort during skill acquisition. 
Training methodology will have a direct impact on training outcomes. The 
trainer has to show creativity in designing the course. Type of method will 
improve the effectiveness of learning. Error training is one such creative method. 
Researchers continued to explore error training as a strategy for increasing 
performance and maintaining performance under changing environmental 
demands. In contrast to traditional training design approaches that focus on 
teaching correct methods (and avoiding errors), error management training 
encourages trainees to make errors and engage in reflection to understand the 
causes of errors and strategies to avoid making them in the fiiture. 
Heimbeck etal. (2003) implemented error training using a sample of 
undergraduate students. The task consisted of learning how to use spreadsheet 
software (i.e.. Excel). Performance was assessed by raters who reviewed 
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videotaped sessions and rated whether discrete tasks such as entering data 
correctly or formatting a table were performed correctly. Trainees who were 
provided the opportunity to make errors (together with explicit instructions 
encouraging them to learn from these errors) performed significantly higher than 
those in error-avoidant conditions. In a follow-up experiment, participants 
learning how to use presentations software (i.e., PowerPoint) performed better in 
the error training with meta-cognition prompting (i.e., instructions encouraging 
trainees to think explicitly about what the problem is, what they are trying to 
achieve, and so forth) compared to the error-avoidant condition (Keith & Frese 
2005). A meta-analysis by Keith & Frese (2008) reported that overall, error 
management training was superior to either proceduralized error-avoidant 
training or exploratory training without error encouragement (d = 0.44). Effect 
sizes were moderated by two important factors: Effect sizes were greater for post-
transfer measures compared to within-training performance, and for adaptive 
transfer tasks (as opposed to tasks structurally similar to training). Thus, error 
training may be appropriate for developing a deeper task understanding that facil-
itates transfer to novel tasks. 
Research on error training highlights the importance of understanding and 
affecting learner states and answers long-standing calls to engage in research on 
how individuals learn, not in just the latest training fads (e.g., Campbell 1971, 
Kraiger et al. 1993). For example, Schmidt & Ford (2003) reported that levels of 
meta-cognitive activity mediated the effects of a computer-based training 
program on declarative knowledge, task performance, and participants' self-
efficacy. 
An increasing amount of evidence suggests that trainees' self-regulatory 
processes mediate the training- learning relationship. Self-regulation refers to the 
extent to which executive-level cognitive systems in the learner monitor and exert 
control on the learner's attention and active engagement of training content 
(Vancouver & Day 2005). Chen et al. (2005) trained 156 individuals in 78 teams 
on a flight simulator task and examined adaptive performance on subsequent 
performance trials. Training participants' self-regulation processes mediated the 
effects of training on task self-efficacy and their adaptive performance across 
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trials. Two studies reported by Sit2mann et al. (2008) used repeated trials to 
demonstrate that while engaging in self-regulatory processes facilitates learning, 
the effects improve over time. 
Proper usage of technology helps in the process of training 
effectiveness.Technology-delivered instruction (TDI) continues to become 
increasingly popular in industry (Paradise 2007), although researchers have been 
slow to study factors that facilitate or limit its effectiveness (Brown 2001, Welsh 
et al. 2003). TDI includes Web-based training and instruction on single 
workstations, PDAs and MP3 players, as well as embedded just-in-training in 
work-related software (Aguinis et al. 2009). One potential drawback of TDI is 
that it transfers more control to learners to make decisions about what and how to 
learn (Noe 2008). A recent meta-analysis by Kraiger & Jerden (2007) indicated 
that high learner control has only marginally beneficial effects on learning, and in 
many studies, high control has a negative effect. Low-ability or inexperienced 
learners under high learner-control conditions may make poor decisions about 
what and how to learn (DeRouin et al. 2004). Sequencing of contents is also very 
important. If topics of discussion do not seem to follow some logic and just 
come in random succession the learning may be piecemeal and participants may 
not be able to relate one session to the other Saiyadain (2004). 
It is important to know which instructional method is well accepted by A meta-
analysis by Sitzmann et al.(2006) examined the relative effectiveness of Web-
based instruction over classroom instruction. In an analysis of 96 published and 
un- published studies involving 19,331 trainees, the researchers found that Web-
based instruction was 6% more effective than classroom instruction for teaching 
declarative knowledge but was equally effective for teaching procedural knowl-
edge. However, when the same instructional methods were used in both forms of 
instruction, there were no differences in the relative effectiveness of either media. 
Thus, the small advantage of web-based instruction over classroom training may 
be due more to the use of novel (and effective) training strategies than to the 
medium per se. 
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Although a vast amount of conceptual support exists for using needs assessment 
to ensure the appropriate training needs are identified (Rossett, 1999; Swanson, 
2003), there is a shortage of empirical support linking use of needs assessment to 
transfer outcomes. 
Indeed, using goals (both assigned and participative goal setting) to increase 
training transfer has received much support in the extant literature (Locke, Shaw, 
Saari, & Latham, 1981; Richman-Hirsch, 2001; Taylor et al., 2005; Wexley & 
Baldwin, 1986; Wexley & Nemerofif, 1975). Goal-setting has been found to help 
individuals regulate their behavior by directing attention and action, mobilizing 
energy expenditure or effort, prolonging effort over time (i.e., persistence), and 
motivating the individual to develop relevant strategies for goal attainment 
(Brown, 2005; Locke & Latham, 2002;)—all behaviors necessary for transfer. 
While designing a training programme, utmost importance should be given to 
determine the objectives of the training. In a study comparing trainee and 
manager perceptions of the importance of training objectives, Lee and Pucil 
(1998) found a significant relationship between the importance of training goals 
and perceived transfer of training. 
Presuming a learning intervention is needed, explicitly communicated objectives 
can inform learners of the desired performance, the conditions imder which the 
performance will be expected to occur on the job, and the criterion of acceptable 
performance (Mager, 1962, 1997) to maximize transfer. Researchers have 
investigated how to design and teach for transfer (Machin & Fogarty, 2004); thus, 
as the instructional design literature continues to burgeon, numerous instructional 
strategies and methods have emerged to facilitate transfer (Russ-Eft, 2002). 
Kontoghiorghes (2001) found that the development of learning goals and 
objectives was significantly correlated with transfer (r = .37, p < .05), indicating 
that participants are likely to transfer when they have a clear understanding of 
what knowledge and behaviors are required after training. From a practical 
perspective. Brown (2005) found that participants who set proximal (short-term) 
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goals plus distal outcome goals reported increased transfer than those who set 
only distal outcome goals. 
Van Merrienboer, Kester, and Paas (2006) suggested a design strategy that 
reduces extraneous cognitive load by presenting learners with a whole-part 
approach to learning. The whole-part sequence involves first presenting learners 
with varying task elements through worked examples (i.e., examples work out to 
show learners correct solution steps) and completion problems (i.e., where a 
learner must complete a portion of the solution) and then increasing task 
complexity by using conventional problems such as case studies. Gradually 
presenting learners with different examples of a task and reducing the amount of 
performance feedback—called scaffolding—supports germane load by supporting 
learners' internal monitoring and feedback mechanisms. 
A related instructional strategy that has been studied to promote transfer is the use of 
error-based examples, or sharing with trainees what can go wrong if they do not use 
the trained skills back on the job. Smith-Jentsch, Jentsch, Payne, and Salas (1996) 
presented trainees with videotaped re-creations of airliner mishaps to create a 
perceived need for training. These authors had proposed that negative pretraining 
events enhanced trainee performance by increasing the perceived instrumentality 
of training to avoid negative outcomes (i.e., aviation mishaps). They found that the 
number of negative event types the trained pilots had previously experienced 
predicted their ability to apply the trained skill 1 week after training. Similarly, in 
Ivancic and Hesketh's study (2000) firefighters were exposed to error-based 
training (i.e., where trainees learn fi-om others' mistakes), and they found that fire-
fighters using detailed case studies reported higher transfer performance than those 
who were trained using error-free examples. 
Intervention design and delivery includes numerous established variables 
influencing transfer, mostly via their impact on learning, including learning goals, 
content relevant, practice and feedback, and behavioural modelling (Burke, 
Hutchins 2007). A glaring gap is the paucity of empirical data to support widely 
touted active learning methods; although continuously advocated, they remain 
unsubstantiated in their effect on transfer. 
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In a review of the training design factor, Ford and Weissbein's (1997) indicated 
that the cognitive and instructional psychology perspectives held promise for 
fiiture research, specifically in the areas of error-based training, metacognitive 
skills, and goal orientation. Design of training plays an important role in the 
learning process of a trainee. The design should be in order so that individual is 
motivated to learn and transfer the learning on the job. It should include proper 
framing of objectives, content, methodology, duration, as per the requirement of 
trainees. It should also be ascertained that design of training is done after proper 
training need analysis. 
2.9 Trainer's Role on Outcome of Training 
The major objective of any training programme is to improve the 
performance and behaviour of trainees. The role of trainer is to assist the trainee 
to learn appropriate skills and translate the knowledge into action. The credibility 
and success of any trainer depends upon what he teaches and how he teaches. 
This will have a greater impact on learner's ability to learn and act. The existing 
literature does not place sufficient emphasis on trainer's roles in transfer 
following the training. Broad and Newstrom (1992) recognised the transfer 
responsibility of trainers has not always been recognised or fully accepted. 
Trainers are no longer mere providers of activities; their role is increasingly to 
add value to organizational learning as the foundation for fiiture competitiveness. 
A trainer is a craftsperson at work. Intent on the utility and elegance of the result, 
he or she also varies the pace to go with the learners' best pace (Lynton & Pareek 
2000). There is lot of literature reflecting the role of trainer in training 
Effectiveness. Gilleard (1998) conducted a study on how the attitudes, feelings, 
and experiences of three trainers affected their role of change-maker, within one 
particular training program. The results suggest more account of trainers' belief 
systems may be necessary if change management objectives are to be credibly 
and consistently achieved. Employers, managers, and peers, as well as the 
individual all have a part to play in enabling trainer empowerment as bedrock for 
organizational change-making. 
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Trainer not only shares knowledge with the trainees he has other roles also. 
Masih (2007) proposed the idea of treating the role of trainer as leading in the 
classroom and emphasized on rich overlaps and similarities between the role of a 
leader and trainer. Both require knowledge, passion, and motivation. He gave a 
framework of roles of a trainer and elaborated on the leadership component of 
each. Trainer plays a decisive role in making training a successful event. 
James (2001) argues that people should not be treated at par with machines and 
practical trainers turn to psychological theories for support. There is sufficient 
advice available to trainers regarding the tricks that work in successful training 
for academicians and consultants (Robertson 1978); (Jones 1979). 
For effective training, trainer should take steps so that he leads to the crux of the 
performance problem. Hays (1984) states that trainer should research to the 
clients needs in depth. Then they should work side by side with management to 
procure a solution. This allows for the management team to feel a sense of 
ownership for the training programme. 
Trainer's job is to create an environment where learning takes place. Tall and 
Hall (1998) state that no matter what type of style of learning one uses there are 
some important elements that must be in place for the training to be effective. 
Communication is a major key to the learning environment. People will be able 
to rid themselves of their fear or disregard any misunderstandings about the 
purpose of the learning. Open discussion is also important for the participants to 
voice their opinions and ask any questions. The trainer should indicate what the 
training goals and objectives are at the beginning of the session. This will help to 
maintain focus during the learning process. It should also be explained how the 
training will benefit the employee as well as the company in the long run. 
The classroom behavior of any trainer can be explained by using the dimensional 
model given by Lefton & Buzzatta (1990). 
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Dominance 
Qi 
Overcoming, dogmatic, 
showy 
(I am the expert, so sit back, Stay 
quiet and listen while I Tell you 
what to do and how to do it 
Hostility 
Q2 
Routine, pedantic, colourless 
(All I can do it to tell you; 
whether you learn or not is up to 
you.) 
Q4 
Participative, authoritative. 
Eager to learn as well as 
teach) 
(If I make the training mesh with 
the learners needs, so the learner 
sees the payoff in the training, 
learning will result. 
Warmth 
Q3 
Permissive, unstructured, and 
outgoing 
(If I make this course relaxing 
and entertaining, I am confident 
you will learn all you need to 
know.) 
Submission 
Source: Lefton and Buzzotta, (1990). 
Figure 2 (vii): The Dimensional Model of Trainer Behaviour 
As per the model developed by Lefton and Buzzotta, (1990) the classroom 
behaviour of any trainer may show one of the four patterns depicted in the mode. 
Since they interact with the learners, they follow certain pattern of behaviour. Ql 
is mainly concerned with self-aggrandizement. The training session is seen as an 
opportunity for show off and to make an impression. It results in confrontation 
and little learning. Q2 is concerned with self-protection and training session is 
seen as a threat, which requires change in behaviour. It creates a vacuum - a 
complete absence of motivation and enthusiasm for learning. Q3 is concerned 
with acceptance and the session is seen as an opportunity to develop congenial 
and good relationship with trainees. It results in mutual admiration and trainers 
and trainees accept each other's ideas leading to harmony. Q4 is concerned with 
learning and training session and is seen as an opportimity to develop potential 
and satisfy the curiosity of trainees. Trainer is open to any new idea and helps 
the group to synergize the learning. It is desirable for a trainer that he should be 
in Q4 for better learning by trainers. It is important to develop good interpersonal 
skills to be successful as trainers. Similarly, the dimensional model of learning 
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behaviour is also presented to explain the behaviour of learners, which explains 
the expected behaviour patters of learners if trainers are reflecting behaviour as 
depicted in the earlier mode. 
Understanding the learner's behaviour is equally important to trainer. It provides 
them an idea to handle the learner in an effective maimer. Some learners are 
difficult and they always try to overpower the trainer and trainers find it hard to 
train them. Similarly, some learners keep quite and do not open up. At the same 
time, some of them are easy going and always reflect a positive attitude. But true 
learners are open, involved and actively participate in the discussion and try to 
learn as much as possible. Thus, it is important for trainers to understand trainee 
behaviour and accommodate them accordingly for learning to take place. 
Ql 
Stubborn, opinionated openly resist 
to learning. Challenges or tries to 
throw trainer off balance. Tries to 
dominate group discussions. 
Dogmatically defiant. Makes 
knowledge of show and skepticism. 
Hostility 
Q2 
Uninvolved, remote, silent. 
Reactions are hard to read. Seldom 
asks questions. Response is tense 
and guarded. Doesn't participate in 
group discussion or makes 
noncommittal contributions. 
Dominance 
Q4 
Involved, attentive, open-minded, 
asks questions, voices disagreement 
without rancor; explores issues in 
depth. Enjoys candid give and take. 
Eager to leam and to contribute. 
Learns by active involvement and 
keeps an open minded 
Warmth 
Q3 
Outgoing, agreeable, talky. 
Lavishly praises training 
programme and trainer. Make 
positive comments only; rarely 
disagree or raises controversial 
questions. Acts as a conciliator in 
group discussions. 
Submission 
Source: Lefton and Buzzotta, (1990). 
Figure 2 (ix): The Dimensional Model of Learner Behaviour 
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As per the model, the task of the trainer is to adapt to the need of each learner and 
thereby surmount the obstacles raised by those needs. He needs to tone down the 
exhibitionist characteristics of Ql learning so that class is not disrupted. He has 
to overcome the reluctance shown by Q2 learner so that he participates in the 
learning process. Trainer also tries to make Q3 learner more candid and open. 
Thus it can be said that adaptability based on the understanding that no two 
learners are identical and no two learners should be treated equally helps the 
trainer to excel. Trainer's job is to motivate learners to shift towards Q4 
behaviour, as it will deliver better resuhs. Trainer must be able to understand 
each learner's behaviour. He should clearly communicate and convince them that 
there is something in store for them. He should be able to manage disagreement 
and stimulate and maintain interest. 
Studies relating personality and trainer behavior indicate that his personality can 
influence his training philosophy and behaviour. Deutsch, Pepitone, and Zander 
(1948) looked at the trainer of a basic skill-training programme. The results 
showed that trainers have superior intellectual ability, and turned creative 
imagination to immediate and practical aspects of work. They were sensitive to 
others, affiliative and non-aggressive. They were skilled in communication, 
tactful, and responsible. 
In another such study, Reisel (1959) made an in-depth analysis of two trainers 
and found that the first trainer had self-efficacy attitude toward him and work, 
and tried to play the role of a father figure for the group, Second trainer, on the 
other hand, was highly ambivalent in his behaviour due to his insatiable need to 
be successful. Thus Riesel's study attempted to show the relationship between 
trainer's personality and his behaviour. Effectiveness of the trainers not only 
depends upon his personality, but the type of group being trained, and some 
social-cultural factors. 
Learner's perception about the trainer is also important. Lohman, Zenger, and 
Weschler (1959) studied student's self-perception and perception of the trainer. 
They found that trainer was seen as significantly more adequate in the beginning 
than at the end of the group. Thus, it can be said that trainer's intervention in the 
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group results in participant changing to some degree in one form or other. The 
trainer may force compliance, serve as model or offer help and information. It 
has also been found that location of the trainer in terms of various emotional and 
work sub-groups, the nature of the consensus among these sub-groups and 
compatibility is important for group development (Stock & Hill 1958). A study 
by Stermerding (1961) showed indirect influence of the trainer on group 
development. Another study to examine the effects of the training interventions 
on the pattern of the group behavior specifically on its normative behaviour by 
Psathas and Hardert (1966) showed that trainer's interventions influenced what 
members should or ought to do and his view constitutes what is appropriate group 
behaviour. Trainer's interventions were consistently fit into four normative 
categories: analyzing group interaction or process, feelings, feeding, and 
acceptance concerns. 
The relationship between trainee and trainer is very important for the 
development of the group such as whether the trainee group is maintaining a 
work-oriented, non-personal relationship or the group is withdrawn and shows 
confusion and anxiety. It depends upon the members of the group. Mann (1966) 
examined the trainee-trainer relationship in the group development and developed 
a schema. He suggested five stages of development. 
Appraisal •Confi-ontation • Reevaluation • Internalization 
Separation 
In another study, Peters (1966) examined the relationship between trainer 
identification and personal change and found that participants who identified with 
the trainer became more like the trainers. Specifically, participant's self-concept 
converged with their perception of the trainer and the trainer's self-concept. This 
shows that identification is a relevant learning mechanism. Bolaman's (1968) 
study reveals that trainer congruence empathy was positively related to 
participant learning. Cooper (1968) in his study found that when the trainer was 
seen to be attractive, the participants became more like the trainer in their attitude 
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and behaviour. Similarly, when the trainer was seen to be congruent, changes 
occurred in the participant's self-concept. 
The review of literature reveals that trainer plays a major role in the process of 
training. Trainer assists the trainees to learn appropriate skill and translate the 
knowledge into action. The role of trainer is not only teaching but he is 
responsible for creating an environment where learning takes place. He should be 
able to impart knowledge and skill to the trainees and extract their experience so 
that everybody including him learns from their inputs. He should show strong 
interpersonal skills like patience, interest, sociability, willingness to learn and 
positive attitude. Trainers should be open to continuous and thoughtful analysis. 
His supportive instinct will help the trainees to learn effectively and transfer the 
trammg on the job. -^ ^^ *"' "^  "^  
^ '' Ace. h-'o .. 
2.10 Individual Factors and its impact on Training outcomesr:,^  ^  
' '>-(; 
- • » : „ ; • • , - . - c * 
Although the "bottom line" for most training programs is effectiveness, little 
attention has been devoted to studying why training programs are effective for 
some individuals and ineffective for others. 
There has been a long history of research examining the linkage of individual 
characteristics with learning. For example, training motivation has been 
proposed to be a function of personality dimensions, both narrow traits (e.g. 
simple skills and hobbies) and wider traits (e.g. mental and physical abilities, 
personality) (Digman 1990). Their effect on training outcomes nevertheless 
remains 'a relative void in the literature' (Mount and Barrick 1998), except for a 
couple of studies. For example, locus of control (i.e. a person feels in control of 
events in their lives), conscientiousness and anxiety are significantly related to 
transfer behavior (e.g. Ackerman et al. 1995; Barrick and Moimt 1993; Silver et 
al. 1995). 
Moreover, Silver et al. (1995) found a significant relationship between locus of 
control and skill acquisition. Ford et al. (1998) revealed that both mastery and 
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performance orientations predict post-training self-efficacy positively and 
negatively, respectively. 
Burke & Hutchins (2007) in their integrative literature review pointed out that 
certain learner variables have been fairly well established as having important 
influences on transfer of training, including cognitive ability, self-efficacy, 
pretraining motivation, negative affectivity, perceived utility, and organization 
commitment variables. Other individual-level variables exhibit mixed findings 
particularly conscientiousness, extrinsic versus intrinsic motivators, and extemal 
versus internal locus of control, and thus demand primary attention moving 
forward. 
Hogan, Hogan, and Roberts(1996) advocate considering personality dimensions in 
combination when analyzing performance, because the way each trait operates 
depends on other traits. As such, relevant research questions in this category 
include: What is the ultimate profile or combination of traits for trainees who 
struggle with transfer? How can trainers most efficiently develop such profiles for 
employees and utilize them? What transfer interventions wdll help this type of 
trainee transfer learned knowledge and skills on the job? 
Ford and Weissbein's (1997) extensive review of trainee characteristics 
acknowledged improvements in using theoretical perspectives to guide the 
selection of learner characteristics to examine but indicated littie had been studied 
on personality. This is an area that has improved since their review; the 
development of personality models has no doubt fiieled the improvements in this 
realm. A gap that remains is their call for research on trainees' prior experience, 
for which we found negligible coverage. 
Having trainees set specific, but challenging goals (Brown, 2005; Richman-Hirsch, 
2001; Wexley & Baldwin, 1986), use action plans (Broad & Sullivan, 2002; 
Foxon, 1997), and engage in self-regulatory/management behaviors (Frayne & 
Latham, 1987; Gist, Bavetta, & Stevens, 1990; Latham & Frayne, 1989) have 
found conceptual and empirical support for direct and indirect effects on trainee 
transfer. 
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In one of the first models of managerial performance was developed by Porter 
and Lawler (1968). They proposed that performance was a function of abilities, 
traits, effort, and role perceptions. This model is useful for imderstanding why 
learning, behavior change, and performance improvement differ among training 
program participants. Trainability is hypothesized to be a function of three 
factors: ability, motivation, and perceptions of the work environment. The 
cognitive and psychomotor skills that trainees possess directly influence whether 
or not they will be able to understand and master the content of the training 
program. 
The ability component of trainability has received the most attention; that is, most 
studies addressing the trainability issue have focused on the relationship between 
the trainees' ability levels and mastery of the program content (Siegal & Ruh 
1973). If the results of trainability testing studies summarized by Robertson and 
Downs (1979) are considered an indicator of the relationship between ability and 
training effectiveness, then approximately 16 percent of the variance in trainee 
performance can be attributed to Trainability. Perhaps trainees' motivation and 
perceptions of the favourability of the work environment can account for an 
additional 15-20 percent of training effectiveness variance. 
In a study conducted by Dnyanesh & Meenakshi (2005) on factors that influence 
the training participation of employees. Valence and instrumentality of the 
individuals are more important predictors of training participation than 
expectancy. Motivation to learn and motivation through expectations are the 
mediating variables for participation in training. Therefore one shouldn't 
overlook individual factors when training is considered. 
2.11 Locus of control and Training Effectiveness 
Among various personality variables, locus of control was hypothesised 
in many earlier studies to affect the transfer process e.g. (Baumgartel et al 1984); 
(Noe and Schmitt 1986). Locus of Control refers to individual's belief that events, 
which happen to him, are contingent upon his behaviour or circumstances. Locus 
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of control is a stable personality trait that is likely to affect individual motivation 
and ability to learn. Based on Rotter's (1966) definition, individuals who are 
Internals believe that job performance and events that occur in the work setting 
are contingent on their own behaviour and are, therefore, imder personal control. 
Because Internals feel they can control their enviroimient, opportunities at work 
which may increase the probability of receiving rewards such as promotion, pay 
increases, or recognition are particularly salient to these individuals. An internal 
person feels in control of things, which happen to him whereas an external person 
thinks that events are beyond his control. Internal/external tendencies have 
implications for employee's attitude, perception and behaviour in the 
organization. Externals believe that work outcomes are beyond personal control 
and, therefore, attribute the cause for work outcome to luck, fate, or the actions of 
others. 
In a review of the effects of locus of control on organizational behaviour, Spector 
(1982) suggested that because locus of control is a personality characteristic that 
influences beliefs about the ability to improve skills, it should be an important 
determinant of individual trainability. Internals may exert greater effort towards 
collecting relevant information in a training situation than Externals. A study by 
Broedling (1975) supports the link between locus of control and effort-
performance expectancies. Here, Internals were more likely to believe that 
performance was contingent on their personal effort than externals. Applied to a 
training situation, the results of this study suggest that Internals may exert greater 
effort toward collecting relevant knowledge and skills in a training situation than 
Externals because they believe mastering the program content is under their 
personal control. 
Trainees with an internal locus of control are more likely to act upon feedback 
regarding their skill strengths and weakness than externals; that is, Internals are 
more likely to exhibit high levels of motivation to learn in a training program. 
Internals may doubt the accuracy of negative feedback (Stone, Gueutal, & 
Mcintosh 1984). 
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The study of Tziner et al (1991) indicated that those with an internal locus of 
control who benefited from a relapse prevention module exhibited higher levels 
of mastering the training contents. They were more likely to use trained skills and 
transfer strategies and were shown to transfer those trained skills to the workplace. 
2.12 Job satisfaction and its impact on Training Outcomes 
Job Satisfaction is another individual factor which affects the trainability 
of a person. An individual's satisfaction with his or her job has been defined and 
operationalized in a number of different ways. For example, some have 
satisfaction as a derivative of need (Hackman & Lawler 1971); (McGregor 1960). 
Others, operating within an equity work, have viewed satisfaction consequence of 
a comparison between inputs and outputs (Pritchard, Dimnette, & Jensen 1972). 
Similarly, expectancy- valence models have conceptualized satisfaction as a 
function of the individual's expectant rewards owing to his behaviors on the job 
(Vroom 1964). The approaches described emphasize cognitive approach to job 
satisfaction. The individual is assumed to be a rational, highly output oriented, 
who engages in logics, comparisons, rankings, and orderings. 
Job satisfaction can be influenced by a variety of factors, e.g. the quality of one's 
relationship with their supervisor, the quality of the physical environment in 
which they work, degree of fulfillment in their work (Tesluk et. al 1995). 
Numerous research results show that there are many factors affecting the job 
satisfaction. There are particular demographic traits (age, education level, tenure, 
position, marital status, years in service, and hours worked per week) of 
employees that significantly affect their job satisfaction. Satisfying factors 
motivate workers while dissatisfying ones prevent. Motivating factors are 
achievement, recognition, the job conducted, responsibility, promotion and the 
factors related to the job itself for personal development. 
It is reasonable to assume that perceived job satisfaction is comprised of multiple 
dimensions. These dimensions constitute one's affect responses to various facets 
of the work environment. For example, these may include one's perceptions of his 
or her supervision, pay, promotion, co-workers, and the work itself. Considerable 
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support exists for the viability of these as the primary dimensions of job 
satisfaction (Smith, Kendall, & Hulin 1969). 
Maslow (1954) connects the creation of the existence of people's sense of 
satisfaction with the maintenance of the classified needs. These are: physiological 
needs (eating, drinking, resting, etc.), security needs (pension, health insurance, 
etc.), the need to love (good relations with the environment, friendship, 
fellowship, to love and to be loved), need to self-esteem (self-confidence, 
recognition, adoration, to be given importance, status, etc.) need of self-
actualization (maximization of the latent [potential] power and capacity, 
development of abilities, etc.). Insufficient education, inability to select qualified 
workers for the job, lack of communications, lack of job definitions, all affect job 
satisfaction negatively. 
Maslow (1954) asserts that participating in the management, having the decision 
making power, independence on the job and the unit where the individual works, 
have positive impact upon the job satisfaction. The job itself (the work 
conducted), and achievement and recognition at work result in satisfaction while 
the management policy, relations with the managers and colleagues result in 
dissatisfaction. Factors related to the job itself such as using talents, creativity, 
responsibility, recognition have influence on the job satisfaction. 
While the dimensions of job satisfaction appear fairly clear, the causal agents of 
satisfaction are far less so. Certainly, variables such as opportunity to participate 
in decision making (Vroom 1964), job enlargement, job enrichment (Herzberg 
1966), working conditions (Bamowe et al. 1972), and the individual's perceptions 
of his or her success and the internal-external feedback one receives fi-om his or 
her performance (Hackman & Lawler 1971); (Herzberg 1966), all have some 
effect. In addition, individual's self-esteem, his perceptions about the job and 
envirormient play crucial roles in job satisfaction. 
Job attitudes generally refer to the cognitive state of psychological identification 
with one's job (Cheng and Ho 2001). In general, we can argue that trainees who 
had a high level of job identification were more likely to transfer the learning 
acquired in training to the work context, perhaps because they can be more 
optimistic to the importance and utility of an organisational improvement. Based 
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on the expectancy theory, Noe (1986) developed a model in which he posits that 
motivational factors such as trainee's attitudes concerning their jobs and careers 
can influence training outcomes. Nevertheless the applicability and usefulness of 
this model, the empirical analysis between job attitudes and training outcomes is 
still quite limited (Holton 2005); (Santos and Stuart 2003) 
There is some empirical evidence e.g. Tesluk et al., (1995) suggesting that job 
attitudes are important predictors of training-to-work transfer, such as job 
satisfaction, organisational commitment and organisational cynicism. Tesluk et al. 
(1995) examined the influence of variables at the individual, unit and sub-
organisation levels on the generalisation of employee involvement training to the 
work setting. The authors found that, regarding work-related attitudes, the trainees 
that are more committed to the organisation are more Ukely to report that they 
transfer the material from training to their core job, as do individuals with fewer 
cynical attitudes toward the organisation. 
The theory of the organisational learning culture also suggests that there is 
evidence of a positive relationship between similar measures of occupational 
satisfaction and learning constructs. Organisations that promote and encourage 
continuous learning and development have employees who are more satisfied 
with their work (Egan, T.M., Yang, B. and Bartlett, K.R. 2004). According to this 
theory, they assumed that when individuals are more satisfied with their 
occupation they are more likely to learn the training material and to subsequently 
transfer it to their job. 
Raquel Velada and Anto'nio Caetano (2007) found support for the direct effects of 
occupational satisfaction on perception of learning and perceived training transfer. 
This suggests that individuals who are highly satisfied with their occupation are 
more likely to learn and to transfer the training to the work context. 
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2.13 Past Studies on Evaluation of Training 
The study conducted by Hill, Haynes & Baumgartal (1973) is dated and deals 
with the initial stages of management development movement in the country. It 
covers a sample of 240 participants trained in 17 different courses offered by 
Administrative Staff College in India and the Indian Institute of Management, 
Calcutta and Ahmedabad. Participant's reaction to the course revealed that more 
than 50% of them had been sent for training as a result of their company's policy 
without any clear perceptions and objectives about the course. 
Though the study tried to link a number of variables like the organisational 
climate, participants' profile, content appropriateness, etc the findings are not fi-ee 
from methodological limitations. One primary limitation is the use of only tool 
of evaluation, i.e. perception of participants who had attended the training course. 
This method of self reporting is liable to personal bias. 
A usefiil research study had been conducted by Virmani and Seth (1985) in 
Administrative Staff College of India, Hyderabad. It focuses on the methods of 
determining both the efficiency and effectiveness of such programmes. The 
researcher emphasised on the fact that any learning from training must also 
contribute to the transfer of learning on the job. 
The approach to evaluation of management training and development has to be 
based on action research where the researcher themselves can play a leading role 
improving the training and development process and contribute to 
implementation of learning to the job. In their book "Evaluating Management 
Training and Development" the authors offer a great deal of guidance about the 
various factors which determine the effectiveness of training, the procedure for 
selecting trainer, clear goal setting in relation to results sought, post-training 
follow-up, etc and developed and evaluation model which in general with 
necessary changes could be adopted in all levels of institutional training. 
Kailash, Srivastava, Deb & Prasad (1999)conducted a study to assess the 
effectiveness of training programmes offered by SNTI of TATA Steel through 
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internal customer satisfaction measurement and rating of employees about 
training effectiveness. 
It was found that satisfaction level of participants, their superiors, and divisional 
heads were above average for all types of programmes. Participants had benefited 
from programmes, but transfer of learning was not as expected from their 
supervisors, there were changes in the post-training performance ranging from 
10-37 percent. Training programmes could meet the objectives only to a limited 
extend, and it was not linked with the career advancement of the participants. 
Certain corrective measures were recommended. Such as- updating its 
programmes through redesigning the content and delivery; getting feedback from 
the various constituents; providing them support and opportimities to transfer 
their learning on the job. This would make training system relevant and help 
participants to improve their performance in a changing social, economic and 
technical environment. 
Arago'n-Sa'nchez et al. (2003) investigated the relationship between training and 
organizational performance by distributing a survey to 457 small and medium-
size businesses in the United Kingdom, the Netherlands, Portugal, Finland, and 
Spain. Organizational performance was operationalised as (a) effectiveness (i.e., 
employee involvement, human resource indicators, and quality), and (b) 
profitability (i.e., sales volume, benefits before interest and taxes, and a ratio of 
benefit before taxes/sales). Results indicated that some types of training activities, 
including on-the-job training and training inside the organization using in-house 
trainers, were positively related to most dimensions of effectiveness and 
profitability. Ubeda Garc'ia (2005) conducted a study including 78 Spanish firms 
with more than 100 employees. This study related organizations' training 
policies (e.g., functions assumed by the training unit, goals of the training unit, 
nature of training, and how training is evaluated) with four types of 
organizational-level benefits: employee satisfaction, customer satisfaction, 
owner/shareholder satisfaction, and workforce productivity (i.e., sales per 
employee). Results suggested that training programs oriented toward human 
capital development were directly related to employee, customer, and 
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owner/shareholder satisfaction as well as an objective measure of business 
performance (i.e., sales per employee). 
Bensonetal (2004) collected data from each of the 9439 permanent, salaried 
employees of a large high-technology manufacturing firm to assess the effects on 
employee turnover of the organization's investment in employee development via 
a tuition reimbursement program. Investment in training via tuition reimburse-
ment decreased turnover while employees were still taking classes. There is a 
need for offering developmental opportunities to the employees and align training 
efforts within an organization's performance management system for reducing 
the turnover (Aguinis 2009). 
Chakravarty (2000) conducted a study on training effectiveness in IST&M .He 
Evaluated various Training Programmes in three phases i.e. Pre-Training ,Input 
Evaluation, Post -Training Evaluation. Following are the findings: 
Training needs and training objectives: As regards matching of training 
objectives and training need it is observed that in view of 70 percent of 
participants it was "complete", while in respect of remaining 27 percent it was 
"partial". About 64 percent of participants stated that the training objectives 
met the organisational needs "fully" and remaining 36 percent only "partially". 
Motivation in participant: Almost 51 percent of participants had taken the 
initiative to get nominated for the course, in the case of another 20 percent 
initiative was taken by their supervisors. In spite of the course being a 
compulsory one for all directly recruited Assistants, only 29 percent have stated 
that the decision to nominate them was exclusively an administrative decision 
of their respective offices. However, most of them have also admitted that, had 
the training course been optional they would have opted for it for fulfilling their 
personal training needs. 
Need and timeliness of the training: About 85 percent of the participants have 
agreed fully and remaining 'to some extent' that there was a need of this 
programme to enable them to have a basic knowledge of their work and to learn 
necessary skill. 52 percent of the participants have foimd that the training is at 
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the right time while 48 percent of those and who have already put in some 
service feel that they are too late. None felt this training was too early. 
The course input and Pre-training knowledge of trainees: The responses reveal 
that while subjects included in the syllabus adequately covered the nature and 
functions of the job, good number of participants have some knowledge of one 
or more subjects. 
Tracey et al. (2001) collected data from 420 hotel managers who attended a two-
and-a-half-day managerial knowledge and skills training program. Results 
showed that managers' job involvement, organizational commitment, and 
perceptions of the work environment (i.e., perceived support and recognition) 
were predictive of pre-training self-efficacy, which in turn was related to pre-
training motivation. Pre-training motivation was related to post-training measures 
of utility reactions, affective reactions, declarative knowledge scores, and 
procedural knowledge scores. 
Ibrahim (2004) examined the effectiveness of training programme offered to 94 
trainees at two locations of training institutes in U.A.E. The researcher extracted 
the needed data from the record of institute for the year 2003. He examined 
empirically two levels of measuring training effectiveness using a sample of 
trainees who attended a training program in 2003. The first level focused on 
trainees' reactions to the training material and the course instructor as 
documented in the trainees' evaluation forms. The second level focused on 
knowledge and skills gained fi-om training as measured by scores on entry and 
exit tests. The paper also attempted to identify some of the variables that help in 
explaining the achieved level of effectiveness. 
The results indicate significant positive reactions to the training course. They also 
indicate significant increase in trainees' knowledge and skills after training. 
These results lead to the conclusion that the training course was effective. 
Additional analyses also indicate that trainees' perceptions of the training 
usefulness and their efforts to gain knowledge and skills are significant variable 
in explaining training effectiveness, after controlling for the effects of the 
demographic variables. These results indicate the need to prepare the trainees 
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mentally before holding training sessions. They need to be oriented about the 
importance of training and its usefulness. They need to be motivated to work hard 
to gain the desired skills and knowledge. 
Jain (1985) collected data on 119 managers in the steel industry who had attended 
in-company or external training programmes. A questionnaire was administered 
and their responses were tallied. A majority of the respondents were found to be 
satisfied with the instructors, the size of the training group, the training duration, 
the reading material and the training equipment. Except for one respondent, all 
felt that training contributed substantially in developing their knowledge, skills 
and attitudes. They also felt that the environment did help in implementing some 
of the learning that took place during training 
Rastogi (2002) conducted a study aimed at studying "Managerial Training and 
Development" as existing at middle and junior levels of management in some 
selected organizations in Public and Private Sector. It was observed that Training 
Programmes Contribution toward Improvement in Performance of the executives 
who attended the Training Programme. The organizational envirormient was 
observed to be favourable to training as 35% executives reported to have got 
favourable organizational climate "quite often"; 33% "sometimes and 23% 
"often". 
A comparative study of health care in Indonesia and India, Rao (2001) found the 
reaction of participants centered on facilities available at the sight of the training. 
He suggested that evaluation based on knowledge should be introduced. Singh 
(2004) in his study of 27 supervisors fi-om 10 mills concluded that compared to 
controlled group, learning scores of experimental group improved significantly, 
demonstrating, training did result in learning. 
Sengupta (1999), found significant improvement in teaching skills of 
experimental group of 14 trainee teachers ,when compared with control group of 
14 trainee teachers. Pattanayak (1998), comprising 1200 employees, concluded 
that while training programs are successfiil to help employees understand their 
job requirements and responsibilities (72% of people agreed) and effective in 
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developing interpersonal skills (50% of respondents agreed), training is not fully 
effective when it comes to practice what one learns in the day-to-day job. 
Haque (2007) conducted a study on impact of training on the executives of Airtel. 
He was observed that there was a significant shift in intermediate result of 
knowledge and skill evaluation scores for experimental group, there was also a 
correlation between improvement in knowledge scores and shift in skill 
evaluation scores. The shift in productivity of experimental group has been 
found consistent. 
Yet, two studies suggest some opposite findings. Bannerji (1981) collected data 
on supervisors who had undergone training in an Indian engineering company. 
They were administered a check-list. The responses indicated that the inputs in 
industrial relations had little or no impact on their effectiveness. However, most 
of them felt that training did improve their self-confidence, motivation, 
identification with management goals, and commimication ability. In another 
study, Maheshwari (1981) collected data on 999 respondents fi-om banking 
institutions. Though these managers found training programmes less effective 
with respect to their contribution to job performance, they did endorse the 
usefiilness of formal training. 
There is a mixed reaction to the usability of training generated capabilities. 
Kazmi (1990) found that most organisations have a high level of formalisation 
with regard tot eh collection of training evaluation data. While the data is used to 
provide feedback to trainers and course directors, it is of little use to the user 
departments. In case of sampled organisation (N = 113) the data was not used for 
placement, promotion or transfer of employees. On the other hand, Kumar and 
Shankar (1993) found that the alumni who went through training programmes 
reported training to be very much usefiil (34 percent), quite usefiil (63 percent) 
and of somewhat utility (3 percent). Using a before-after design, Subramanian 
and Sajjan Rao (1997) studied the effect of tailor-made training on 34 workers 
labelled as dirt bag or marginal workers. These workers were rated by their 
supervisors on overall job performance and adaptability, discipline record was 
provided by personnel department and they rated themselves on morale, 
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interpersonal effectiveness and self esteem. All ratings were done on a five point 
scale and the results are presented below. 
Overall Job performance 
Adaptability 
Discipline 
Morale 
Interpersonal Effectiveness 
Self Esteem 
Before 
3.02 
3.28 
3.48 
3.11. 
3.22 
3.09 
After 
3.98 
3.86 
2.82 
3.91 
3.87 
3.96 
All differences between the before-after averages were found to be statistically 
significant. Much of training effectiveness may also depend on the felt need of 
trainees to make use of training. Omar bin Sayeed (1998) found that learning 
effect is a function of trainees' ability to develop meaningfiil expectancy of 
career utility of training and a deep sense of job involvement as most important 
variables contributing to training effectiveness. 
The Kirkpatrick four-levels approach to training evaluation continues to be the 
most widely used training evaluation model among practitioners (e.g., Sugrue & 
Rivera 2005, Twitchell et al. 2000), although the approach continues to be 
criticized by researchers (e.g., Holton 2005, Kraiger 2002, Spitzer 2005). There 
has been little empirical work in the twenty-first century on designing and 
validating new evaluation measures, although there have been several conceptual 
contributions to frameworks guiding evaluation decisions (Holton 2005, Kraiger 
2002, Spitzer 2005, Wang & Wilcox 2006). 
There continues to be calls for establishing the return on investment for training, 
particularly as training continues to be outsourced and new forms of TDI are 
marketed as cost effective. Although the tools and strategies for showing return 
on investment are well known (e.g., Kraiger 2002, Phillips & Phillips 2007, 
Spitzer 2005), as the above review of organizational-level outcomes 
indicated ,there remain few published studies of return on investment. 
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2.14 Research Gap 
Extensive literature review conducted by the author reveals that although 
there has been lot of studies on training effectiveness but there is a huge research 
gap in impact of various organisation and individual factors affecting the 
outcome of the training in central government department of government of India. 
No empirical study could be traced on impact of organisational learning, 
effectiveness of design and trainer, locus of control and job satisfaction on the 
learning behaviour of trainees and subsequently its transfer on the job. Few 
studies could be located regarding impact of training on organisational learning 
but not the vice versa. Moreover most of the literature was related to European 
and American content. This huge gap in the area of empirical research in the 
field of training effectiveness especially in the context of Govt, of India needs to 
be addressed. 
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Chapter III 
Setting of the Research 
Problem 
CHAPTER III 
SETTING RESEARCH PROBLEM 
This chapter delineates the research problem by Establishing the 
conceptual frame work and definitions. The purpose statement and the objective 
are conveyed, and the research hypothesis is described. The chapter concludes 
with the assumptions and limitations of the study. The research purpose is to 
study the impact of organizational factors viz. Organisational learning, training 
design & trainer's effectiveness and individual factors viz. locus of control. Job 
satisfaction on learning and transfer of training on the job. 
3.1 The objectives are: 
(i) To assess the reaction of the trainees after the training programme. 
(ii) To evaluate the impact of training on learning of trainees. 
(iii) To assess the difference in learning of experimental group and 
control group. 
(iv) To study relationship between learning of individual in a training 
programme and his perception about design of training 
(v) To study relationship between learning of individual in a training 
programme and his perception about trainer's effectiveness. 
(vi) To study the relationship between the job satisfaction and the 
learning of the trainees. 
(vii) To evaluate the impact of level of organisational learning on 
trainee's learning in a training programme. 
(viii) To assess the impact of locus of control of individual on his learning 
from a training programme. 
(ix) To assess the relationship between organizational learning and 
transfer of training on the job. 
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transfer of training on the job in experimental and (x) To compare 
control group 
3.2 Conceptual framework 
The conceptual framework for this study is derived from theories and 
postulates in previous researches. Figure 3(i) outlines the frame work and the 
hypothesized relationship. The relationship is based on the premise that training 
enhances the knowledge, skill, attitude of the trainees. And after the end of 
training Programme, organizations intends to help the individual to transfer his 
learning on the job. 
Organisation factor 
Organizational 
Learning 
Training Design 
Trainer's 
Effectiveness 
A 
B 
Individual 
Factor 
Job Satisfaction 
Locus of Control 
C 
F 
E 
Learning ^ 
1 ' 
Transfer 
- D -> 
Fig 3 (i): Research Model of Training Effectiveness 
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3.3 Relationship between various variables 
a) Training Design and Learning (A) 
The design of training programme have an impact on learning of trainees. 
The design includes drawing objectives, deciding contents, methodology, choice 
of trainer, duration and study material. Scherer (1984) Opines that "People learn 
best when they feel they have control over the pace and depth of the learning 
process. Therefore, training designer should allow trainees to have input into the 
pace and time spent on topics. Trainees will attend to things in the environment 
that are most important to them. Thus the learning events and process should be 
structured so that the most important things are learning events and materials 
(Blanchard, Jame, Thacher 1999). 
Sequencing of contents is also very important. If topics of discussion do not 
seem to follow some logic and just come in random succession the learning may 
be piecemeal and participants may not be able to relate one session to the other. 
(Saiyadain 2004). 
According to Bates (2003) training goals and materials should also be content 
valid, or closely relevant to the transfer task. Drawing upon identical elements 
theory (Thomdike & Woodworth, 1901), trainers should keep the responses 
trainees make consistent from training environment to the job to ensure near 
transfer. Although content relevance has consistently been a critical cognitive 
component of instructional design approaches (Clark & Voogel, 1985), it has only 
in the last decade been empirically examined as a correlate with transfer outcomes 
(Holton et al., 2000; Lim & Morris, 2006; Rodriguez & Gregory, 2005). In their 
empirical work, Axtell et al. (1997) found that the content validity of the training 
information was highly correlated to transfer immediately after and at the 1 month 
mark after training (r = .61, .45,;? < .01, respectively). And content relevance 
emerged as the primary factor in predicting trainee perceptions of successfiil 
transfer in a cross-sectional transfer study of Thai managers (Yamnill & McLean, 
2005). 
Burke, Hutchins(2007) in integrative literature review contemplated that trainer 
must see a close relationship between training content and work tasks to transfer 
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skills to the work setting, thus underscoring the utility of needs assessment in 
identifying appropriate training content. 
Learning interventions should be designed to provide adequate practice and 
feedback to enhance long-term maintenance and application of skills (Salas, Rozell, 
Mullen, & Driskell, 1999). In empirical studies, several authors found that 
cognitive or mental rehearsal and behavioral practice strategies during training are 
positively correlated with transfer (Ford & Kraiger, 1995; HoUaday &, Quinones, 
2003; Warr & Allan, 1998). Research by Lee and Kahnweiler (2000), using a 
posttest only control group design (n = 130), found that providing participants 
with feedback, reinforcement, and remediation opportunities for learning mastery 
resulted in significantly higher transfer scores on a work task. In an extensive 
meta-analysis (n = 8,980), Donovan and Radosevich (1999) noted considerable 
support for distributed practice (i.e., taking breaks when practicing applying trained 
skills) for increasing learning, although measures for its impact on transfer were 
minimal. 
Active learning involves trainees in course material through carefully constructed 
activities (Myers &, Jones, 1993; Silberman, 1998; Silberman & Auerbach, 2006), 
compared to passive instructional methods such as lecture. Active learning is 
thought to maintain the adult attention span (Midendorf & Kalisdh, 1996; Stuart 
& Rutherford, 1978), a likely precursor of transfer. In a meta-analysis of 95 
studies of health and safety training methods, Burke et al. (2006) found that 
including active training methods (such as behavioral modeling, feedback, and 
dialogue) increased learning and decreased negative outcomes (such as injuries). 
In another study, the results of several experiments involving measures of 
retention of information at the end of a course indicated that discussion-based 
techniques were superior to lecture only (McKeachie, Pintrich, Lin, & Smith, 
1987). 
b) Trainer's Effectiveness and Learning (B) 
Trainer is a friend-philosopher-guide of trainees. Effectiveness of trainer 
will have direct impact on the learning of individuals. A trainer is a craftsperson 
at work. Intent on the utility and elegance of the result, he or she also varies the 
73 
pace to go with the learners' best pace (Lynton & Pareek 2000). A study by 
Stermerding (1961) showed indirect influence of the trainer on group 
development. Another study to examine the effects of the training interventions 
on the pattern of the group behavior specifically on its normative behaviour by 
Psathas and Hardert (1966) showed that trainer's interventions influenced what 
members should or ought to do and his view constitutes what is appropriate group 
behaviour. Trainer's interventions were consistently fit into four normative 
categories: analyzing group interaction or process, feelings, feeding, and 
acceptance concerns. 
Lynton & Pareek (2000) advocates that trainer must be open to continuous and 
thoughtful analysis by the training group of such matters as the effectiveness of 
his own role, the value of the activities he has helped to plan, and trouble spots in 
the activities that need to be reduced or eliminated through new planning. 
Without such session-by-session evaluation, even the best of trainers will do a 
poor job. 
In a study of training professional's knowledge of empirical transfer research 
findings (Hutchins & Burke, 2007), transfer knowledge was significantly 
associated with trainer's education level (r = .21, p < .05), training certification (r 
= .19, p < .05), and job level (r = .20, p < .05), indicating trainers with a higher 
level of education or certification and how occupied a higher level in the 
organization were more knowledgeable of research-based transfer findings. 
c) Job Satisfaction and Learning from a Training course (C) 
Empirical studies of relationship between job satisfaction and Transfer of 
training couldn't be traced but indirectly studies related to motivation give insight 
about job satisfaction and transfer and transfer of training. Job satisfaction is an 
intrinsic component of motivation. However, learning is another training 
outcome identified by Noe (1986) that can be influenced by the career and job 
attitudes. Noe and Schmitt (1986) found a significant relationship between job 
involvement and other training outcomes such as motivation to learn and to 
transfer. These results not only presume that individuals with more positive 
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attitudes toward their job are more likely to learn the training material, but are 
also more likely to transfer it to the job (Holton, 2005). 
Shipton et al. (2002) believe that workplace learning occurs through a dynamic 
interaction between formal and informal learning. They feel that formal learning 
stimulates informal learning and that informal learning often leads to 
participating in more structured learning activities. The two types of learning 
complement each other and lead to fijrther improvements and innovations. Leslie 
et al. (1998) revealed that workplace learning does not occur for its own sake, but 
rather as a means of achieving organizational and individual goals. 
Organizational goals include increased worker participation in decision-making 
and expanded job responsibilities. Individual goals include the need for personal 
achievement and development (pride in quality workmanship, sense of 
contribution to a greater endeavor), need for recognition and acceptance (sense of 
belonging to a social group, esteem gained from recognition), and financial needs 
(financial security, advancement in terms of income and earning potential). 
For many individuals the benefits of achieving personal goals are mostly 
psychological, and the psychological benefits are far more satisfying than 
financial rewards. The organizations with the greatest harmony between 
organizational and individual goals are those that are sensitive to individuals and 
provide them with the resources and opportunities for learning and achievement. 
Businesses that have made learning, education, and development a priority have 
seen it pay off through greater profitability and increased worker job satisfaction 
(Filipczak, 1989; Leslie et al., 1998; Mulraney and Turner, 2001). 
There is a need to study the role of occupational satisfaction, affective and utility 
reactions and the importance of learning for enhancing training transfer to the 
workplace. The results will reinforce the increasing awareness of the need to 
understand training effectiveness more broadly. In order to remain competitive in 
the global business environment, companies must pay attention to transferring 
learning from the training context to the work context (Cascio, 2000; Dowling and 
Welch, 2005). 
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The intrinsic components of motivation have also been linked to training outcomes. 
Although research has found influences for both extrinsic and intrinsic factors on 
transfer (Rouiller & Goldstein, 1993; Santos & Stuart, 2003; Taylor, Russ-Eft, & 
Chan, 2005; Tracey, Tannenbaum, & Kavanagh, 1995), findings appear to favor 
intrinsic factors. For example, in Facteau et al. (1995) trainees who perceived 
intrinsic reasons to attend training reported higher levels of motivation to attend and 
learn. 
Kontoghiorghes (2001) found that intrinsic variables such as a sense of 
recognition were found to be more influential on the retention of training (r = .34) 
compared to extrinsic factors such as pay (r = —.07) and promotions (r = .05). 
Training transfer is also influenced by job and career variables in that trainees 
who rated high on these variables tended to perceive more potential benefits from 
a training intervention to enhance their current or fiiture job performance (Clark et 
al., 1993; Facteau et al., 1995; Kontoghiorghes, 2002). 
Job satisfaction can be influenced by a variety of factors, e.g. the quality of one's 
relationship with their supervisor, the quality of the physical environment in 
which they work, degree of fiilfilment in their work, etc. Pidd (2004) found that 
trainees who identified with workplace groups (described as employee and 
managers) reported higher transfer than those who did not have an affiliation or 
identification with work members or the organization. More specifically, 
learners' degree of organization commitment, evidenced by re = .45 in Colquitt et 
al. (2000) and an impressive r = .61 in Kontoghiorghes (2004), produces an 
interested learner who wants to gain and use new knowledge at work. No studies 
could be traced in particular which finds the relationship between job satisfaction 
and Training effectiveness. 
d) Locus of Control and Learning from a Training course (D) 
Trainability of individual has an impact on learning of trainees in a 
training programme. Locus of control, an individual trait influences the learning 
and transfer of training. Not many empirical studies on LOC and its impact on 
training effectiveness could be found in literature review. Burke, Hutchins (2007) 
in integrative literature review on training effectiveness found that there are not 
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many concrete researchers on the impact of locus of control on training 
effectiveness. 
Spector (1982) suggested that because locus of control is a personality 
characteristic that influences beliefs about the ability to improve skills, it should 
be an important determinant of individual trainability. Internals may exert 
greater effort towards collecting relevant information in a training situation than 
Externals. Employees who have an internal locus of control are likely to be 
highly motivated to succeed in a training program because they believe that 
mastering the job skills is under their control and within their capabilities. They 
are more likely to accept feedback during training and to take action to correct 
deficiencies. They show higher levels of job and career involvement than do 
employees with an external locus of control. 
A study by Broedling (1975) supports the link between locus of control and 
effort-performance expectancies. Here, internals were more likely to believe that 
performance was contingent on their personal effort than externals. Applied to a 
training situation, the results of this study suggest that internals may exert greater 
effort toward collecting relevant knowledge and skills in a training situation than 
externals because they believe mastering the program content is under their 
personal control. 
Trainees with an internal locus of control are more likely to act upon feedback 
regarding their skill strengths and weakness than externals; that is, internals are 
more likely to exhibit high levels of motivation to learn in a training program. 
Internals may doubt the accuracy of negative feedback (Stone, Gueutal, & 
Mcintosh 1984). 
e) Organizational Learning and Learning of Trainee (£)/Transfer of 
Training (F) 
In the literature reviewed on organisational learning and its impact on 
transfer of training on the job. No empirical study could be traced on effect of 
organisational learning on learning of an individual in a training programme. 
Organisational culture influences the learning and sharing of knowledge and skill 
amongst the employees. In a learning organisation, the individuals after returning 
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from training are encouraged to transfer the training on the job. The pre-training 
environment (Quinones, 1995) and the post-training workplace environment 
appears to play a particularly important role. Supervisory support for training and 
organisational support (in the form of formal policy and practices relating to the 
training) have been shown to influence transfer (Burke and Baldwin, 1999). 
Workplace social and peer (coworker) support for the training can also influence 
transfer (Facteau, Dobbins, Russel, Ladd and Kudisch, 1995). 
Richman-Hirsch (2001) found trainees who perceived a supportive transfer 
climate were more likely to use goals to support transfer of skills from a customer 
service skills training than those that perceived an unsupportive transfer climate. 
Transfer climate also was found to help explain the relationship between 
organizational learning culture and perceived iimovation (Bates & Khasawneh, 
2005), indicating that climate influences other learning dimensions outside of 
training programs. 
Although a few researchers have found mixed findings for the role of supervisory 
support in positively influencing transfer (Awoniyi, Griego, & Morgan, 2002; 
Chiaburu & Marinova, 2005; van der Klink, Gielen, & Nauta, 2001), the role of 
supervisors in influencing and supporting trainee transfer has been widely 
supported in both empirical and qualitative studies (Brinkerhoff & Montesino, 
1995; Burke & Baldwin, 1999; Clarke, 2002). Foxon (1997) found that trainees' 
perception of managerial support for using skills on the job correlates with 
increased report of transfer (r = .36, p > .001). Researchers have identified 
manager supportive behaviors such as discussing new learning, participating in 
training, providing encouragement and coaching to trainees about use of new 
knowledge and skills on the job as salient contributors to positive transfer 
(McSherry «& Taylor, 1994; Smith-Jentsch, Salas, & Brannick, 2001; 
Tannenbaum, Smith-Jentsch, & Behson, 1998). Lim and Johnson (2002) identified 
that discussions with supervisors on using new learning, supervisor's involvement 
in training, and positive feedback from supervisors were forms of support most 
recognized by trainees as positively influencing their transfer of learning. 
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Burke, Hutchins(2007) in their integrative literature review pointed out that several 
researchers have undertaken the challenge of validating comprehensive models of 
transfer (Holton et al., 2000; Kontoghiorghes, 2004; Tracey & Tews, 2005), thus 
providing evidence that transfer is affected by muhilevel variables (Kozlowski & 
Salas, 1997). A common theme in current work is the need to view transfer from 
a systemic (rather than linear) multilevel perspective and to incorporate variables 
that have been foimd to have consistently strong relationships with transfer, such as 
informal learning practices (Enos et al., 2003) and organizational learning culture 
(Bates & Khasawneh, 2005), to better represent the challenge of transforming 
learning to performance 
3.4 Conceptual Definition 
Training: Short-term process utilizing a systematic and organized procedure by 
which non-managerial personnel acquire technical knowledge and skills for the 
definite purpose of performing their present job to the standards set for them. 
Learning: learning is defined as a relatively permanent change in cognition 
occurring as a result of experience. 
Training Transfer: It is effective application, generalisability and maintenance of 
new knowledge, skill and abilities to the workplace, as a result of undertaking an 
education strategy. 
Locus of Control: Rotter (1966) defined locus of control as a generalized 
expectancy of previewed internal or external control or the degree to which an 
individual previews events as being control upon his or her own behaviour or 
own relatively permanent characteristics, which are assumed to be more or less 
stable under varying condition. Individuals who believe that they can influence 
outcomes through their own abilities, efforts, skills and characteristics are 
designated as internal orientation (internals). Those who preview that outcomes 
are contingent upon external focus such as luck, chance and fate and powerfiil 
others or are of the belief that events are unpredictable because of the many 
complexities in the environment are designated as of external orientation. 
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Job Satisfaction: Job satisfaction is a condition where employees perceive that 
their abilities competence and values are put to use in the organization and if they 
review both. Rewards and further opportunities from the organization, based on 
their perceived abilities and performance. 
Organizational Learning: Organisational learning consists of four major 
constructs: knowledge acquisition, information, distribution, information 
interpretation, and organisational memory (Huber 1991). 
Training Evaluation: The systematic investigation of whether a training program 
resulted in knowledge, skills, or affective changes in learners . Gathering of 
information in order to make a value judgment about the program, such as 
necessary changes or the possible cessation of the program. Williams (1976) 
defines evaluation as the assessment of value or worth. Harper & Bell (1982) 
refer to the planned collection, collation and analysis of information to enable 
judgments about value and worth. However, as Williams (1976) observes, value 
is a rather vague concept, and this has contributed to the different interpretations 
of lh€ t€rm evaluation. 
Training Need Analysis: It is a process by which proper organisational training 
need is assessed through a research. Questionnaire is distributed amongst the 
members of organisation and training requirements are ascertained to eliminate 
performance problem. 
Objective: It is a statement describing the knowledge or skills that the trainee is 
to acquire as a result of the training. Setting objective helps us to pinpoint 
exactly where we are going. The objectives provides a record of conditions that 
existed prior to doing the training, it also provides a basis for evaluation of the 
training. 
Trainer: Person who conducts training sessions and creates an environment in the 
class room which is conducive for learning. He becomes the role model. He is 
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knowledgeable, articulated, experienced and knows the training methods to 
engage the trainees. 
Training Design: Training design means design the training program which 
includes drawing the objectives of training, decides about the content as per the 
organisational and individual needs. Training design also includes deciding 
about the training method, duration and trainer. 
Validation: Validation is defined in terms of internal and external validation. 
Internal validation deals with a series of tests and assessments designed to 
ascertain whether a training programme has achieved the specified objectives. 
External validation is a series of tests designed to ascertain whether the objectives 
of an internally valid programme are realistically based on an accurate initial 
identification of training needs in relation to the criteria of effectiveness adopted 
by the organisation. 
Training Effectiveness: Training effectiveness is the study of the variables that 
likely influence training outcomes at different stages (i.e., before, during, and 
after) of the training process. These effectiveness variables have the potential to 
increase or decrease the likelihood of successful training outcomes and are 
typically studied in three broad categories: individual, training, and 
organizational characteristics. 
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3.5 Hypotheses 
Organizational 
Factor 
Organizational 
Learning 
H: 
Training Design 
H, 
Trainer's 
Effectiveness 
H4 
Individual 
Factor 
He/H, 
Locus of 
Control 
Ho 
Transfer 
Fig 3 (ii): Proposed Model of Training Effectiveness 
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Hypotheses 
Following Hypotheses were tested in the study: 
HI: Training will lead to significant increase in the knowledge of trainees. 
H2: Organisational learning increases the learning of individual from a 
training programme. 
H3: Learning of Trainees in the training programme is directly proportional to 
design of training. 
H4: Learning of trainees in the training programme is directly proportional to 
trainer's effectiveness. 
H5: Job satisfaction enhances the learning of trainees in the training 
programme 
H6: Trainees with higher internal locus of control will learn more in the 
training programme. 
H7: Trainees with higher external locus of control will learn more in the 
training programme. 
H8: Transfer of training by experimental group is significantly higher than that 
of control group. 
H9: Organisational learning enhances the transfer of training on the j ob. 
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Chapter IV 
Research Procedure 
CHAPTER IV 
RESEARCH PROCEDURE 
This Chapter describes the research design and procedures adopted for 
conducting the present study. Specifically, this chapter delineates the instrument 
development, sampling, data collection, and data analysis procedures. It also 
looks into reliability and validity of the measurement scales. 
4.1 Scope 
The study is conducted in Govt, training institutions i.e., Defence 
Headquarters Training Institute under Ministry of Defence. The focus of 
research is on horizontal evaluation of a training programme for middle level 
executives working in various HQs under ministry of defence. The study is done 
at three levels (a) pre training (b) during training (c) post training. 
The study is conducted in Defence Headquarters Training Institute, Ministry of 
Defence, on trainees of junior management level. For the purpose of this study, 
80 participants in 2 batches were requested from different Headquarters to 
participate in 15 days duration training programme i.e. "Executive Development 
Programme". The focus of evaluation study was on the process of evaluating 
training before, during training and Transfer of training on the job after 6 months. 
The evaluation model [Figure 4 (i)] used in the present study is a modified 
version of model developed by Virmani & Seth (1985) in their evaluation study 
of training programmes in Administrative Staff College of India (ASCI), 
Hyderabad. Evaluation of the Executive Development Programme was done in 
three major phases. 
(a) Pre-training evaluation: During this phase a questionnaire was sent to 
trainee and his boss to know about their perception about the objectives of 
the training and whether the training objectives meet the individual and 
organizational needs. It also drew attention on the process of selection of 
training and reason for attending the training programme. The trainees fi-om 
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experimental and control group were asked to appear in a test before the 
training to ascertain the level of knowledge they possess. During the pre-
training stage, job satisfaction & organisational learning diagnostic 
questionnaire was also administered to the participants. 
(b) Context & Input evaluation: Pre-training evaluation would not only 
help the management and the trainee in identifying training needs but also 
help trainers to become acquainted with the diverse training needs of the 
participants of a particular training programme. But unless the inputs are in 
conformity with the objectives of the programme the effect of training on the 
participants cannot be evaluated. In this phase, trainer got the input about 
the objective of trainees and their organisations. It also gave them 
opportunity to mend design of training as per the requirement of trainees and 
their organisations. 
(c) Post-training evaluation: During this phase of research, the reaction, 
learning and transfer of learning after 6 months on the job were studied. 
(i) Reaction evaluation: Soon after the training participants' reactions 
to the course was obtained through an evaluation proforma which elicits 
information about the course inputs and the impression about the course 
in general. 
(ii) Learning evaluation: The test questiormaire was prepared for 
assessing participants' knowledge and skills and administered before 
training was administered again at the end of the course. It then 
measures the degree of learning acquired through the programme by 
arriving at the change score i.e. the post-training score minus pre-
training score. The test questiormaire was re-administered on the 
trainees to obtain the addition in learning of individual participants. The 
same test was also conducted on officers of control group. After the end 
of similar duration as of training, the test was re-administered to find the 
learning of individual officers of the control group. 
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(iii) Follow up after six months: The ultimate aim of the training 
course was to transfer the learning from training to the job. Self-
reported measures of transfer criteria at one time are widely used in 
transfer studies. Such a measure raises the question of its validity. For 
more rigorous testing of actual behaviour, in addition to self-reported data, 
data from other sources (e.g. trainees' supervisors, peers, etc.) should be 
collected (Facteau et al, 1995). Data gathered shortly after the 
completion of the training programme may not reflect trainees' actual 
behaviour change. Generally speaking, three months after training is 
likely to be a good performance checking point since this will let the 
trainees go through an "orientation" period to induce new behaviour. 
However, if the research is about maintenance issues (e.g. test of long-
term retention or relapse prevention), a longer period of performance 
evaluation and several checking points within the period are needed. 
Hesketh (1997) also stressed that long-term evaluation is necessary 
when organisations and researchers want to determine which training 
methods best develop generic skills. In consequence, behaviour changes 
reported by trainees and other informants at more than one point in time 
are needed to capture the dynamics of behaviour. In the present study, 
follow up of training was done after six months. The transfer of training 
on the job was assessed by finding the perception of the frainee and his 
supervisor on his transfer of fraining on the job. The transfer of training 
questiormaire was administered on experimental as well as control 
group. 
The present study is experimental research, looking at the relationships 
between various organisational and individual factor and fraining 
effectiveness. The study is longitudinal in nature as it is spread over six 
month. The study has been selected to experiment because author has 
control over the variables under study and there is deliberate effort to 
study their effect on training outcomes. Evidence gathered through 
experiments is very powerfiil support possible for various hypotheses. 
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4.2 Problem 
Huge amount is spent on training activities in an organization, but the 
results are not up to the mark. There are many factors responsible for lack of 
effectiveness of training. It may be due to lack of organisational culture of 
learning or non-trainability of the participant. It may be due to irrelevant course 
content or inability of trainers. Therefore there is a requirement of understanding 
the individual and organizational need for training before drawing the objectives 
of the training. In the field of training design a long-standing principle (McGehee 
& Thayer, 1961) is that trainers must first assess the cause of a performance 
situation to ensure an appropriate intervention is employed. Content of course 
should be in accordance of the nature of the job and the entry behaviour of the 
trainees. 
In some cases it is found that although trainees are learning fi-om the training, but 
are not able transfer the learning on the job. Here, support of organization and its 
culture plays a crucial role. Organisational support in terms of effective HR 
practices, learning culture, experimentation and shared learning helps the transfer 
of training on the job. There is a need to find relationship between organizational 
parameters and training effectiveness. Apart fi-om the organisational support, and 
support of supervisor; peer group, subordinates and trainer are very important for 
transfer of training on the job. The individual factors like job satisfaction, locus 
of control also have a bearing on the learning of a trainee. Following question 
needs to be addressed for conceptualization of training effectiveness. 
(i) Does training impact the performance of an individual? 
(ii) What is the impact of organisational learning, design of training and 
trainer's effectiveness on effectiveness of training? 
(iii) Do the individual factors viz. locus of control, job satisfaction play any 
role in learning of trainees in a training programme? 
4.3 Justification 
There is a need for research to identify if the factors outlined in the model 
Fig l(i) are indeed determinants of whether or not learning, behaviour change or 
87 
performance improvement occur as a result of training program participation, 
effect of organizational learning, training design, trainer's effectiveness, locus of 
control, job satisfaction on learning/transfer on the job will be investigated 
empirically. Studies in this area will have important practical implication for 
training practitioners and managers. For example, if organizational learning is 
foimd to be strongly related to learning and its transfer, this would indicate that 
the organization as a whole has to enhance its learning capabilities for increasing 
the training effectiveness. Similar such findings would suggest that greater 
emphasis should be placed on design aspects and choosing the right kind of 
trainer for the training program. 
Every individual have different level of understanding in a training programme. 
Training funds may be wasted by forcing those employees who have low job 
involvement and external locus of controls. Therefore, there is a need to assess 
the trainability of individuals called for attending training programme. 
Validation of this model may have implications regarding the selection and 
development of trainees in order to improve training effectiveness. Ultimately it 
will have a bearing on the performance of the organization. 
The research findings will help Training institutions in governments in 
streamlining their training programmes by evolving more meaningful criteria of 
evaluating management training and development programmes. The 
organisations may find this useful by being able to utilise the training more 
effectively for organisational improvement. The executives, in turn, will benefit 
by developing, before undergoing training, a fi-ame of reference which is 
conducive to learning. 
Study will be useful to draw lessons for: 
(a) Developing organisational culture which encourages learning and supports 
transfer of learning on the job. 
(b) Analyzing the individual' s traits of trainees for effectiveness of training. 
(c) Making the design of training more purposeful. 
(d) Trainers to be effective for helping trainees to learn from the programme 
and its transfer on the job. 
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4.4 Pilot Testing 
Pilot study of the measurement instrument on effectiveness of design of 
training, trainer effectiveness and transfer of training on the job was necessary to 
validate the items and the whole scale. This is because some of the measurement 
items were developed or modified for the purposes of this research and because 
the questions in the instrument were newly compiled to form a new questionnaire. 
The pilot testing was conducted in a series of steps. 
Before the final survey instrument was set up, a preliminary questionnaire was 
developed and tested to validate the scale items to be used in the study. The 
development of the measurement scales for this research followed the procedures 
recommended by Churchill (1979) and DeVellis (1991) for developing a 
standardized survey instrument. The initial task in developing the scale was to 
devise the item pool from previous studies. 
A structured questionnaire on effectiveness of design, trainer's effectiveness and 
transfer of training on the job was developed to conduct the study. Some 
questions in the questionnaire were adopted and compiled fi-om previous studies 
of transfer of training, effectiveness of trainer & design of training. Then, the 
preliminary survey questionnaire was distributed to six faculty members at 
Institute of Secretarial Training & Management, New Delhi, a nodal training 
institution for Government of India, to gain their feedback regarding the content, 
layout, wording and ease of understanding the measurement items. 
They were also asked to offer suggestions for improving the proposed scale and 
to edit the items to enhance clarity, readability, and content adequacy. The 
feedback was taken into account in revising the questionnaire. Twenty trainees 
from different courses were interviewed about the revised questionnaire. The 
trainees were mainly asked about clarity of questionnaire. Changes were made 
based on the verbal feedback received. Then, the newly revised questionnaire 
was pilot tested using a convenience sample of 80 trainees. In pilot test, 
respondents were trainees of another course in the Institute with similar job 
profile and designation. They were asked to rate the quality of design of training 
and effectiveness of trainer on the 5 point Likert scale. 
90 
(a) Reliability and validity of the instrument: 
In this research, the muhi-item scales measuring design of training, trainer 
effectiveness and transfer of training were checked for reliabiUty by 
determining Cronbach's alpha and alpha value of 0.60 or greater was 
considered acceptable. According to Schuessler (1971), a scale is considered 
to have good reliability if it has an alpha value greater than 0.60. Hair, 
Anderson, Tatham, & Black, (1998) suggest that reliability estimates between 
0.6 and 0.7 represent the lower limit of acceptability for reliability estimates. 
The content validity of the instrument was assessed by asking experts to 
examine it and provide feedback for revision. The expert panel included six 
faculty members of ISTM. After they reviewed the questionnaire, changes 
were made to clarify and eliminate ambiguous statements in instructions and 
questions according to their recommendations. Each question was examined 
for its clarity and relevance for the purpose of the research, which resulted in 
some modifications in the questions. 
After the data collection with final questionnaire, the content validity of design 
of training, trainer's effectiveness, transfer of training was assessed by factor 
analysis. Such analysis provides an empirical assessment of the 
interrelationships among items in a variable in forming the conceptual and 
empirical foundation of a summated scale (Hair, Anderson, Tatham, & Black, 
1998). Internal construct validity was also assessed by factor analysis. Factor 
analysis provides evidence of the dimensionality of a measure, factor analysis 
with a varimax rotation was used to determine the number of factors contained 
in Transfer of training. Design of training and Effectiveness of trainer scales. 
An eigenvalue greater than 1 is considered to indicate the presence of an 
interpretable factor so that factors with eigenvalues greater than 1 were taken 
into account for interpretation. Factor loading values indicated the strength of 
relationship between each item and each factor. 
Values greater than 0.3 are considered practically significant (Hair, Anderson, 
Tatham, & Black 1998). Thus a factor loading value of 0.50 was used for the 
cut-off point. 
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(b) Instruments used: 
(i) Design of training: No scale could be fovind for assessing the 
effectiveness of design of training. The scale was developed for finding the 
same. The most important aspect on design of training programme is deciding 
about the objective of the training. The objectives should be stated clearly in 
terms of knowledge and skill. The objectives should be as per the need of 
trainees and their organisations. Content of the training should be decided as 
per the objectives of the course. It should be as per the level of the trainees 
and related to the concerned job. 
The contents should progress from known to unknown. Once the content is 
decided as per entry behaviour of the participants, appropriate methodology 
should be adopted. The methodology should make the learning easy and avoid 
monotony. Learning should become a two way communication process. 
Appropriate training aid, handouts and duration should be adopted to make 
learning process effective. Keeping in view of the above, facets of design of 
training, 08 factors of design of training are taken in the Questionnaires i.e. 
Objective, Content, Methodology, Entry-behaviour, Need base training. 
Duration, Training Aids, Handouts. Total No. of questions are 30. The 
reliability and validity is given below:-
Reliability 
Validity 
• 
'• 
Cronbach Alpha Coefficient was found to be 0.86. 
The scale was checked for both face and content 
validity by factor analysis. 
(ii) Trainer effectiveness: No scale could be found for assessing the 
effectiveness of trainer. Factors affecting the effectiveness of trainer are 
extracted from the literature review of training effectiveness. Knowledge, 
experience of the trainer is highly solicited for effective transfer of learning to 
the trainees. Trainers should be highly skilled so that he can involve 
participants through discussion. He should have good communication, 
listening and analytical skills. Good trainer have an orientation of problem 
solving. He helps out trainees by making their action plans after the end of the 
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training. Trainer should show high level of enthusiasm so that he can 
stimulate participants in discussion making and problem solving. Keeping in 
view the factors of effectiveness of trainer, the scale was developed for finding 
the trainer's effectiveness. The scale contain 04 factors in the Questiormaires 
i.e. knowledge, skill, enthusiasm, problem orientation. Total No. of questions 
are 12. The reliability and validity is given below:-
Reliability 
Validity 
Cronbach Alpha Coefficient was found to be 0.81. 
The scale was checked for both face and content 
validity by factor analysis. 
(iii) Transfer of training: No scale could be found for assessing the transfer 
of training. The scale was developed for finding the same. Performance 
enhancement is the foremost factor of effective transfer of training. Effective 
transfer of training can be determined by observing improved efficiency and 
skill to overcome crisis like situation peacefiiUy. Effective transfer of training 
also means that the trainee is able to make better decisions after attending the 
training programme. His analytical abilities improve after the training. 
The confidence of individual is also an indicator of positive outcome of 
training. His status improves in his organisation, he feels satisfied with his 
improved performance and is able to become aware of his strong and weak 
points. Positive outcome of training ensures that the individual is then more 
aware of his personal goals and level of his aspirations. He is more aware of 
his personal goals in relation to organisational objectives. Effective transfer of 
training also ensure that the trainee is able to make effective team and adopts 
Synerogogy, a tool of learning in his place of work. Individual becomes more 
open minded which helps him to meet people to solve his own and others 
problems. 
Transfer of Training was assessed fi-om the view point of trainee as well as 
trainee's Boss. Therefore two questiormaires were developed. Each 
questionnaire was having 06 factors i.e. self confidence, open mindedness, 
performance enhancement, goal aspiration, decision making, team building. 
Total No. of questions are 24. The reliability and validity is given below:-
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Trainee's response on transfer of training 
Reliability 
Validity 
; 
• 
Cronbach Alpha Coefficient was found to be 0.78. 
The scale was checked for both face and content 
validity by factor analysis. 
Boss's response on transfer of training 
Reliability 
Validity 
Cronbach Alpha Coefficient was found to be 0.75. 
The scale was checked for both face and content 
validity by factor analysis. 
(iv) Learning index: For purposes of evaluation of training programme a test 
questionnaire was prepared by the researcher. While preparing it, the 
researcher had to initially spend a lot of time discussing with each of the 
faculty members regarding following issues: 
• The opportunities provided to the participants to learn from each 
faculty member's inputs. 
• Whether the faculty member expected his inputs to result in enduring 
learning. 
• Whether they thought that this learning would influence the way in 
which the executive subsequently worked and if so, now? 
• If they expected their inputs to resuh in changed work behaviour, did 
they expect to have a demonstrable benefit to the organization? 
• How they felt their inputs contributed to the achievement of training 
objectives set for a particular course. 
Based on these discussions held separately with each of the concerned faculty, 
it was possible to establish a direct link between objectives of the programme 
and the inputs which would help achieve the set objectives. It also helped the 
training faculty evaluate inputs in terms of relevance and quality. Subsequent 
to this discussion, simple objective types of questions items were prepared 
which were as far as possible, clear, concise and straightforward. The item 
statements were as brief as possible so as not to fatigue the respondent. 
Question items prepared for different sessions/inputs were then put into parts 
and compilation of all the parts formed the total test questionnaire. 
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Reliability ; Cronbach Alpha Coefficient was found to be 0.81. 
Since the purpose of preparing this test questionnaire was not to construct a 
standardized scale in the usual sense but to evolve an instrument which would 
meet the criterion of discriminating between respondents holding contrary 
opinions about management concepts and skills that are to be covered through 
the course, the researcher relied mainly on face validity and construct validity. 
Construct validity was ensured through discussions with the concerned faculty 
about their inputs achieving the set objectives for a particular course. 
Construct validity was also ensured by revising the question items based on 
the interpretation of the executives as received through feedback from the pilot 
study and from the results of each course. Since it was found to be satisfactory, 
it serves the intended purpose of this research, the researcher did not do the 
exercise of determining the validation score. 
Pre training and post training scores of individuals were taken with the help of 
these questiormaire. Thereafter, learning index was determined by using the 
formula used by Virmani & Seth (1986) in their study in ASCI Hyderabad. 
The test questiormaire includes 74 questions on records mgt, conduct rule, 
computer application, values, change mgt, emotional intelligence, RTI, team 
building, and presentation skill & business etiquettes. 
Learning index = P» t^ Trainins Score (%) - Pre Ttaining Scor^  (%) ^ ^ ^ 
[100-Pre Training Score (%)] 
(v) Organisational learning: Organisational learning diagnostic scale was 
developed and standardised by Pareek (1997). This psychometric tool has 
Guttman split-half reliability coefficient of 0.98. The scale has content 
validity. It has 23 statements to be rated by the respondents on a five-point 
Likert type scale. Organisational learning diagnostics (OLD) has 23 items. 
Respondents are required to rate each item on a 5-point scale, for the value and 
frequency of its practice in the respondent's organisation. The more 
frequently these mechanisms are used, the stronger is the organisational 
learning. These mechanisms are grouped into three subsystems: acquiring and 
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examining (the innovation phase), retaining and integrating (the 
implementation phase), and using and adapting (the stabilisation phase). 
Furthermore, all 23 items are grouped into five categories of OL mechanisms: 
experimentation and flexibility, mutuality and teamwork, contingency and 
incremental planning, temporary systems, and competency building. 
(vi) Locus of control: Scale developed by Pareek (1997) was used for 
measuring Locus of Control. It has 29 items with 5 points rating scale. It 
measures intemality (others) and externality (Luck). 
Reliability 
Validity 
Split-half reliability coefficient for the instrument were 
0.43, 0.45 for I, E-0 sub-scales, and even-odd reliability 
coefficients were 0.41, 0.48 respectively. 
High correlation (0.89) between Levenson's instrument 
and Loco Inventory, in a sample of twenty-six bankers, 
indicates the validity of the inventory. 
(vii)Job satisfaction: Scale developed by Dubey, Uppal and Verma (1989) 
was used for measuring Job Satisfaction. It has 25 items with 5 points rating 
scale. It measures job satisfaction of Employees. 
Reliability 
Validity 
Split-half reliability coefficient for the instrument 
were 0.72 Test-retest = 0.64. 
Independent of age, education and salary, 
moderately and negatively correlated with instability 
(-0.50) and extraversion (-0.42) but not with other 
personality variable like psychotism, social 
desirability, quality of life, depression 
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4.5 Sample: 
The trainees for the course were called from Headquarters in Defence 
Headquarters Training Institute under Ministry of Defence for attending 
Executive Development Programme. The schedule of EDP is placed at Annexure 
IV. The participants were of the age from 48 to 53 selected through random 
sampling. The participants called for attending training Constitutes the 
Experimental Group. Another set of 80 officials of the similar age and status 
were selected through random sampling from same HQrs for the purpose of 
Study which constitute the Control Group. There are 446 officers of the level of 
the trainees in the organisation. That makes the universe equal to 446. Two EDP 
courses were held simultaneously consisting of 40 participants per course. 
Therefore, total strength = 80 
Experimental Group 
Trainee 
80 
Boss 
75 
Control Group 
Trainee 
77 
Boss 
75 
Total Sample = 307 
Total 160 trainees and their respective supervisors, before training were 
distributed questionnaire to ascertain the matching of training objectives with 
Individual & Organisational objectives. Out of these 87.5 % trainees & 70 % 
supervisors responded and sent back the questiormaires. On joining the course, 
80 trainees were requested to fill the questionnaire on Organisation Learning, 
locus of control, job satisfaction. All the trainees gave their opinion through 
filling the questionnaire. 160 participants (experimental group & control group) 
appeared in pre test and post test to assess the learning from the training. 
97 
After six months, all the participant and their supervisors from experimental and 
control group were sent the questionnaire for transfer of training on the job. 97 % 
trainees & 94 % supervisor responded to the request. The total sample of 307 
respondents composed of 81% male and 19% females. The mean age of trainees 
of Experimental Group is 51.03 years and of Control Group is 50.93 years. In 
terms of educational qualifications, 70% were graduate and 30% of them were 
post graduate .With respect to work experience, the trainees had work experience 
of around 18-21 years. 
4.6 Data analysis: 
The data gathered from questionnaires were recorded and analyzed using the 
Statistical Package for the Social Sciences (SPSS). The data analysis consisted of 
factor analysis, step wise Regression, Correlation, t-tests, and descriptive 
statistics including means, frequencies and percentiles. 
The t-test (or student's t-test) gives an indication of the separateness of two sets 
of measurements, and is thus used to check whether two sets of measures are 
essentially different (and usually that an experimental effect has been 
demonstrated). The typical way of doing this is with the null hypothesis that 
means of the two sets of measures are equal. 
Descriptive statistics describe the basic features of the data in the study. They 
provide simple summaries about the sample and the measures. Together with 
simple graphics analysis, they form the basis of virtually every quantitative 
analysis of data. Descriptive statistics simply describe what is or what the data 
shows. Descriptive Statistics present quantitative descriptions in a manageable 
form.For checking the reliability of the multi-item scales measuring effectiveness 
of design of training, trainer's effectiveness, transfer of fraining (trainee's & 
Supervisor's perception), Cronbach's alpha values were. An exploratory factor 
analysis (EFA) with principal components was also conducted to determine the 
validity of the design of training, trainer's effectiveness, transfer of training 
(trainee's & Supervisor's perception) measures. This analysis includes 
preliminary tests to determine the appropriateness of factor analysis: the anti-
image correlation matrix, Bartlett's test of sphericity, and the Kaiser-Meyer-
Olkin measure of sampling adequacy (MSA). 
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4.7 The objectives are: 
(i) To assess the reaction of the trainees after the training programme. 
(ii) To evaluate the impact of training on learning of trainees. 
(iii) To assess the difference in learning of experimental group and 
control group. 
(iv) To study relationship between learning of individual in a training 
programme and his perception about design of training 
(v) To study relationship between learning of individual in a training 
programme and his perception about trainer's effectiveness. 
(vi) To study the relationship between the job satisfaction and the 
learning of the trainees. 
(vii) To evaluate the impact of level of organisational learning on 
trainee's learning in a training programme. 
(viii) To assess the impact of locus of control of individual on his learning 
from a training programme. 
(ix) To assess the relationship between organizational learning and 
transfer of training on the job. 
(x) To compare transfer of training on the job in experimental and 
control group. 
4.8 Hypotheses: 
Following Hypotheses were tested in the study: 
HI: Training will lead to significant increase in the knowledge of trainees. 
H2: Organisational learning increases the learning of individual from a 
training programme. 
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H3: Learning of trainees in the training programme is directly 
proportional to design of training. 
H4: learning of trainees in the training programme is directly proportional 
to trainer's effectiveness. 
H5:Job satisfaction enhances the learning of trainees in the training 
programme 
H6: Trainees with higher internal locus of control will learn more in the 
training programme. 
H7: Trainees with higher external locus of control will learn more in the 
training programme. 
H8: Transfer of training by experimental group is significantly higher than 
that of control group. 
H9: Organisational learning enhances the transfer of training on the job. 
For assessing the relationship between dependent and independent 
variables, correlation and regression was conducted with respect to the 
hypotheses H2, H3, H4, H5, H6, H7 &H9. For testing Hypotheses HI 
and H8, T Test was conducted. 
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Chapter V 
Research Results and 
Discussion 
CHAPTER V 
RESEARCH RESULTS AND DISCUSSION 
This Chapter deals with the results of the research and the discussion on 
the findings. It covers pre-training, reaction and post training responses of 
trainees and their Supervisors. 
5.1 Pre training response : 
In response to pre training questionnaire, 87.5% trainees and 70% trainee's, 
Supervisors gave their inputs. Given below are the responses in tabular form: 
(a) 
needs 
Matching of training objectives with trainees and organisational 
Matching of training objectives 
Name of the Programme 
Number of Trainees 
Respondents 
1 
2 
3 
4 
Response Rate 
Matching of training objectives 
and trainees need 
Matching of training objectives 
and organisational needs 
Trainee wanting to solve specific 
problems through training 
Table 1 
1 with trainees and organisational needs 
(Executive Development Programme) 
Complete 
Partial 
Complete 
Partial 
Yes 
80 
Trainee % 
(N=70) 
87.5% 
69% 
31% 
65% 
35% 
69.3% 
Supervisor% 
(N=56) 
70.00% 
75% 
25% 
70% 
30% 
* 
* indicate absence of the question item in the questionnaire. 
It is reflected from the table that the objectives of the training programme are 
strongly matching the trainee's need. Both Trainee & the Supervisor are of 
similar view. The training objectives are also matching with the organisational 
need. As far as objective of training programme is concerned, Trainees & 
Supervisor are of the opinion that the training programme is beneficial for 
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trainee's growth as well as organisational development. However, 69.3% trainee 
thought that they would be joining the course to solve a specific problem. 
(b) Process of nomination (Trainee's response) 
SI No 
(i) 
(ii) 
(iii) 
(iv) 
(V) 
(vi) 
(vii) 
(viii) 
(ix) 
(X) 
Table 2 
Process of nomination (Trainee's response) N = 70 
Items for Reasons for Selections 
General policy of the organisation/its HR department 
to train executives and it was my turn now. 
Sent by the organisation as preparation for taking up 
higher responsibilities. 
Sent by the company to promote me after training. 
The Organisation's experience about this training 
institution (DHTI) as a source of improving the 
executive. 
My professional experience gives me priority. 
By virtue of my seniority I need to be trained before 
promotion. 
I aim at solving some specific problems through 
training. 
I personally took the initiative as preparation for 
taking up higher responsibilities. 
Combination of organisation and personal initiative 
for purposes of improvement. 
Just to take break from hectic routine office life. 
No of 
Trainee 
18 
38 
0 
24 
2 
2 
24 
22 
34 
4 
Percentage 
26% 
54% 
0% 
34% 
3% 
3% 
34% 
31% 
48% 
7.14% 
It is seen from the above table that maximum numbers of trainees have 
joined the course resulting from preparing individual for taking up higher 
responsibilities. The next best reason of joining the course is combined effort of 
organisation and personal initiative. Name of the training institute, Solving 
problem, HR policy on training and personal initiative are other major reasons of 
process of nomination of trainee. 
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(c) Process of selection (Supervisors' response) 
S.No 
(i) 
(ii) 
(iii) 
(iv) 
(V) 
(vi) 
(vii) 
(viii) 
(ix) 
(X) 
(xi) 
(xii) 
Tables 
Process of selection (Supervisors' response) N=56 
Reasons for Selections 
General policy of the organisation/its training department 
to train executives and it was his turn now. 
Sent by organisation as preparation for taking up higher 
responsibilities. 
Sent for improvement in certain specific areas of 
weakness 
Sent by the organisation to promote him after training. 
Your personal experience about this training institution 
(DHTI) as a source of improving the executive. 
His professional experience gives him priority. 
By virtue of his seniority he needs to be trained before 
promotion. 
The organization aims at solving some specific problems 
through training. 
The nominee personally took the initiative as for 
improving in specific areas. 
The nominee personally took the initiative as preparation 
for taking up higher responsibilities. 
Combination of organisation and personal initiative for 
the purpose of improvement. 
Selected because the programme objectives suit the job 
needs of this particular nominee most. 
No of 
Supervisors 
22 
12 
20 
4 
22 
10 
2 
-
22 
12 
14 
6 
Percentage 
39% 
21% 
36% 
7% 
39% 
18% 
3% 
-
39% 
21% 
25% 
11% 
Here the Supervisor's response show that the major reasons for selection 
are the HR policy, Problem solving and the name of the Institute and preparation 
for higher assignment. 
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(a) Organisational personnel involved in the selection process (Supervisors 
response) 
Table 4 
Organisational personnel involved in the selection process (Supervisors 
response) N = 56 
SI No 
(i) 
(ii) 
(iii) 
(iv) 
(V) 
Reasons for Selections 
Top management as a group 
Your exclusive decision 
Decision left exclusively to the 
training department 
Set policy for the organisation as a 
whole 
Initiative taken by the participant 
himself 
No of 
Supervisors 
0 
16 
4 
4 
30 
Percentage 
0% 
29% 
7% 
7% 
54% 
As per the response of the Supervisors, it's the initiative of the individual 
which is responsible for individual's selection process. 
(b) Organisational personnel involved in the selection process (Trainee's 
response) 
Table 5 
Organisational personnel involved in the selection process 
(Trainee's response) N = 70 
SI No 
(0 
(ii) 
(iii) 
(iv) 
Reasons for Selections 
Top management as a group 
Initiative taken exclusively by you 
Decision left exclusively to the training 
department 
Set policy for the organisation as a 
whole 
No of 
Trainee 
10 
32 
16 
10 
Percentage 
14% 
46% 
23% 
14% 
It is observed from the above tables that it is basically the individual who has 
shown interest to join the training programme. 
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5.2 Results of Pilot Study: 
The preceding paragraphs present the results of reliability test, factor analysis 
and descriptive statistics including frequencies of responses, means and standard 
deviations. The constructs of design of training, trainer's effectiveness, transfer 
of training (trainee's & Supervisor's perception) were determined by factor 
analysis, and their mean values and standard deviations are reported. 
(a) Instrument Reliability: 
Cronbach's alpha values were computed to test the internal consistency aspect of 
reliability of the multi-item scales measuring effectiveness of design of training, 
trainer's effectiveness, transfer of training (trainee's & Supervisor's perception). 
The results are given below: 
Table 6 
Instrument Reliability 
SI No 
1 
2 
3 
4 
5 
Scales 
Design of Training (total 30 items) 
Trainer's Effectiveness (total 12 items) 
Transfer of Training, Trainee's Perception (total 24 
items) 
Transfer of Training, Supervisor's Perception (total 
24 items) 
Test Questionnaire 
Cronbach's Alpha 
0.86 
0.81 
0.78 
0.75 
0.81 
(b) Factor Analysis: 
An exploratory factor analysis (EFA) with principal components was conducted 
to determine the dimensions of the design of training, trainer's effectiveness, 
transfer of training (trainee's & Supervisor's perception) measures. This analysis 
includes preliminary tests to determine the appropriateness of factor analysis: the 
anti-image correlation matrix, Bartlett's test of sphericity, and the Kaiser-Meyer-
Olkin measure of sampling adequacy (MSA). In factor analysis, some degree of 
multicollinearity is desirable, because the objective is to identify interrelated sets 
of variables. If visual inspection of correlation matrix reveals substantial number 
of correlations greater than .30, then factor analysis is appropriate (Hair et al., 
1998). The correlations among variables can be analyzed by computing the 
partial correlations among variables. If "true" factors exist in the data, the values 
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of partial correlation should be small. Bartlett's test of sphericity is a statistical 
test for the presence of correlations among variables. It provides the statistical 
probability that the correlation matrix has significant correlations among at least 
some of variables. Thus, a significant Bartlett's test of sphericity is required 
(Hair et al., 1998). The Kaiser-Meyer-Olkin MSA index, which can range from 0 
to 1, indicates the degree to which each variable in a set is predicted without error 
by the other variables. If the MSA index reaches 1, each variable is perfectly 
predicted by the other variables without error. According to Hair et al. (1998), a 
value of 0.50 or more from the Kaiser-Meyer-Olkin MSA test indicates that the 
data are adequate for EFA. 
(i) Effectiveness of Design of Training:The Kaiser-Meyer-Olkin measure 
of sampling adequacy test (0.803) and Bartlett's test of sphericity (p<.001) 
indicated that the data on design of training were appropriate for factor analysis. 
Given these results, the exploratory factor analysis (EFA) was conducted. The 
EFA employed a principal component analysis with varimax rotation. Factors 
with eigenvalues greater than 1.0 and rotated factor loadings of 0.50 or greater 
were retained. In the end, two variables that did not meet the above criteria were 
excluded from the analysis, and the factor model was respecified by deriving a 
new factor solution with those two variables eliminated. After deletion of the 
two items, the computation of Cronbach Alpha resulted in the alpha value of 0.86 
for the respecified scale. The Kaiser-Meyer-Olkin measure of sampling 
adequacy test (0.786) and Bartlett's test of sphericity (p<.001) indicated that 
these data were also appropriate for factor analysis. A new factor solution, 
derived by principal component factor analysis with varimax rotation, indicated 
that 64.3 percent of the total variance was explained by eight factors. 
First factor consists of six items which has Cronbach Alpha value of 0.89 and 
explained 13.4 percent variance in this construct. The first factor, content of 
training includes items on syllabus, understandability, job relation, contemporary 
issues, systematic approach, related to objectives. Second factor consists of four 
items which has Cronbach Alpha value of 0.81 and explained 11.5 percent 
variance in this construct. The second factor, objective of training includes items 
on clarity of objectives, its relationship with job, measurability, achievability, 
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whether known to trainees.Third factor consists of six items which has Cronbach 
Alpha value of 0.78 and explained 9.3 percent variance in this construct. The 
third factor, methodology of training includes items on learning orientation, 
multiple methods, feedback, practice orientation, both way communication, 
appropriate for adult learning. 
Fourth factor consists of four items which has Cronbach Alpha value of 0.81 and 
explained 7.1 percent variance in this construct. The fourth factor, need base 
training includes organisational need, solution orientation, individual need, 
organisation persuasion in sending individuals in training.Fifth factor consists of 
four items which has Cronbach Alpha value of 0.72 and explained 6.8 percent 
variance in this construct. The fifth factor, entry behaviour includes items on 
sufficient number, difference in trainees in age/experience/ knowledge and their 
expectations from the training. 
Sixth factor consists of two items which has Cronbach Alpha value of 0.79 and 
explained 6.3 percent variance in this construct. The sixth factor, training aids 
includes items on appropriate audio visual aids and value addition in learning. 
Seventh factor consists of two items which has Cronbach Alpha value of 0.74 and 
explained 5.1 percent variance in this construct. The seventh factor consists of 
items on duration of the course and time allotted to each topic.Eighth factor 
consists of two items which has Cronbach Alpha value of 0.79 and explained 4.8 
percent variance in this construct. The eighth factor, handouts in training 
includes items on useftilness of handouts and supplementary to the efforts of the 
trainer. 
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Table 7 
Design of training programme 
Content 
(Factor 1) 
Objective 
(Factor 2) 
Methodology 
(Factor 3) 
Item 
Total Items (30) 
1. The contents of the training course 
were relevant to the job. 
2. The contents of the course were as 
per understanding level of the 
trainees. 
3. The contents of the course enabled 
the trainees to sort out their job 
related queries. 
4. The contents of the course were 
related to contemporary issues. 
5. The contents of the course 
progressed from known to 
unknown. 
6. The contents of the training course 
were in the relation to the 
objectives. 
7. The objectives of the course were 
expressed cleared in terms of 
knowledge, skill & attitude. 
8. The objectives described were 
related to the job. 
9. Objectives of the course were 
measurable and achievable. 
10. The objectives of the course were 
known to trainees before starting 
of the course. 
11. The methods used in imparting 
training made the learning easy. 
12. More than one methods of 
Training were used to avoid 
monotony. 
13. Proper Feedbacks were taken 
during the sessions. 
14. Trainees were made to practice 
during the training. 
15. Two way communications 
persisted during the training 
sessions. 
16. Methods were appropriate for 
adult learning. 
Eigen 
Value 
2.87 
2.63 
2.41 
Factor 
Loading 
0.74 
0.71 
0.68 
0.64 
0.63 
0.57 
0.78 
0.71 
0.63 
0.52 
0.71 
0.69 
0.65 
0.61 
0.57 
0.53 
Variance 
Explained 
64.3(%) 
13.4 
11.5 
9.3 
Cronbach 
Alpha 
0.86 
0.89 
0.81 
0.78 
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Need Based 
Training 
(Factor 4) 
Entry 
Behavior 
(Factor 5) 
Training 
Aids (Factor 
6) 
Duration 
(Factor 7) 
Handouts 
(Factor 8) 
Kaiser-Meyer-
Bartlett's Test 
Item 
17. The training course was based on 
the actual need of the 
organization. 
18. The course provided solution to 
some problem arising in the job. 
19. The organization wanted the 
trainees to be trained in this 
course. 
20. The Training Programme catered 
to the need of individual. 
21. The sufficient number of trainees 
attended the course. 
22. The knowledge and experience 
of trainees didn't vary 
considerably. 
23. The expectations of trainees 
were clearly ascertained before 
the start of the training course. 
24. The age gap amongst the 
participants was not significant 
25. Appropriate audio-visual aids 
were used in the course. 
26. The audio-visual aids helped in 
the process of learning. 
27. The duration of the course was 
sufficient. 
28. The time given to each topic was 
sufficient. 
29. The handouts provided during 
the training were very useful. 
30. The handouts provided during 
the training supplemented the 
efforts of trainers. 
Olkin MSA 
ofSphericity 
Eigen 
Value 
2.12 
1.8 
1.62 
1.44 
1.27 
0.786 
0.000 
Factor 
Loading 
0.69 
0.63 
0.57 
0.53 
0.73 
0.63 
0.58 
0.51 
0.72 
0.61 
0.62 
0.57 
0.67 
0.59 
Variance 
Explained 
7.1 
6.8 
6.3 
5.1 
4.8 
Cronbach 
Alpha 
0.81 
0.72 
0.79 
0.74 
0.79 
Descriptive Statistics :The mean and standard deviation of the responses of 
design of training questionnaire is given below: 
Table 8 
Descriptive statistics 
SI 
No 
1. 
2. 
3. 
Items 
Content (Factor 1) 
The contents of the training course were relevant to the job. 
The contents of the course were as per understanding level of the 
trainees. 
The contents of the course enabled the trainees to sort out their job 
related queries. 
Means 
4.23 
4.02 
3.91 
SD 
0.52 
0.58 
0.62 
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SI 
No 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
r 
17. 
18, 
19. 
20. 
21. 
22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
Items 
The contents of the course were related to contemporary issues. 
The contents of the course progressed from known to unknown. 
The contents of the training course were in the relation to the objectives. 
Means 
3.70 
3.86 
4.18 
SD 
0.64 
0.51 
0.67 
Objective (Factor 2) 
The objectives of the course were expressed cleared in terms of 
knowledge, skill & attitude. 
The objectives described were related to the job. 
Objectives of the course were measurable and achievable. 
The objectives of the course were known to trainees before starting of 
the course. 
3.88 
3.97 
4.20 
3.78 
0.67 
0.71 
0.66 
0.58 
Methodology (Factor 3) 
The methods used in imparting training made the learning easy. 
More than one methods of Training were used to avoid monotony. 
Proper Feedbacks were taken during the sessions. 
Trainees were made to practice during the training. 
Two way communications persisted during the training sessions. 
Methods were appropriate for adult learning. 
4.51 
4.24 
3.98 
4.31 
4.19 
4.47 
0.61 
0.72 
0.81 
0.63 
0.59 
0.78 
Need Based Training (Factor 4) 
The training course was based on the actual need of the organization. 
The course provided solution to some problem arising in the job. 
The organization wanted the trainees to be trained in this course. 
The Training Programme catered to the need of individual. 
3.87 
3.92 
3.61 
4.01 
0.77 
0.63 
0.65 
0.59 
Entry Behaviour (Factor 5) 
The sufficient number of trainees attended the course. 
The knowledge and experience of trainees didn't vary considerably. 
The expectations of trainees were clearly ascertained before the start of 
the training course. 
The age gap amongst the participants was not significant. 
4.37 
4.10 
4.34 
4.03 
0.53 
0.49 
0.67 
0.61 
Training Aid (Factor 6) 
Appropriate audio-visual aids were used in the course. 
The audio-visual aids helped in the process of learning. 
3.64 
3.97 
0.55 
0.51 
Duration (Factor 7) 
The duration of the course was sufficient. 
Time given to each topic was sufficient. 
4.02 
3.96 
0.68 
0.59 
Handouts (Factor 8) 
The handouts provided during the training were very useful. 
The handouts provided during the training supplemented the efforts of 
trainers. 
4.12 
4.01 
0.71 
0.66 
Possible score ranges for each variable are from 1 to 5. 
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(ii) Trainer's Effectiveness :The Kaiser-Meyer-Olkin measure of sampling 
adequacy test (0.847) and Bartlett's test of sphericity (p<.001) indicated that the 
data on trainer's effectiveness were appropriate for factor analysis. Given these 
resuhs, the exploratory factor analysis (EFA) was conducted. 
The EFA employed a principal component analysis with varimax rotation. 
Factors with eigenvalues greater than 1.0 and rotated factor loadings of 0.50 or 
greater were retained. In the end, three variables that did not meet the above 
criteria were excluded from the analysis, and the factor model was respecified by 
deriving a new factor solution with one variable eliminated. After deletion of the 
three item, the computation of Cronbach Alpha resulted in the alpha value of 0.81 
for the respecified scale. The Kaiser-Meyer-Olkin measure of sampling 
adequacy test (0.813) and Bartlett's test of sphericity (p<.001) indicated that 
these data were also appropriate for factor analysis. A new factor solution, 
derived by principal component factor analysis with varimax rotation, indicated 
that 68 percent of the total variance was explained by four factors. 
First factor consists of items which has Cronbach Alpha value of 0.83 and 
explained 21.3 percent variance in this construct. The first factor, knowledge 
includes items on trainer's knowledge, experience and relevant citing of 
examples.Second factor consists of four items which has Cronbach Alpha value 
of 0.75 and explained 18.8 percent variance in this construct. The second factor. 
Skill includes items on discussions with trainees, commimication skill, listening 
skills and creating and environment for leaming.Third factor consists of three 
items which has Cronbach Alpha value of 0.72 and explained 15.3 percent 
variance in this construct. The third factor. Problem Orientation includes items 
on problem orientation, action planning and sharing the problems faced by 
organisations.Fourth factor consists of two items which has Cronbach Alpha 
value of 0.69 and explained 12.6 percent variance in this construct. The fourth 
factor, Enthusiasm includes items on enthusiasm of trainer and stimulation for 
participation. 
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Table 9 
Trainer effectiveness 
Knowledge 
Skill 
Problem 
Orientation 
Enthusiasm 
Item 
TotalItems(12) 
1. The trainers in the course were 
knowledgeable. 
2. The trainers were highly 
experienced. 
3. The trainers gave relevant 
examples from different 
organizations. 
4. The trainers involved 
participants through 
discussions. 
5. The trainers are having good 
communication skill. 
6. The trainers are excellent 
listeners. 
7. The trainers were able to create 
an environment where learning 
takes place. 
8. The trainers solved the 
trainee's problem regarding 
their job. 
9. The trainers were able to help 
trainees to make their action 
plans. 
10. The Trainers asked about the 
Problems being faced by the 
Trainees in their respective 
jobs. 
11. The trainers of the course were 
highly enthusiastic about 
training. 
12. The Trainers asked Questions 
to the Trainees to stimulate 
Participation in Decision 
Making. 
Kaiser-Meyer-Olkin MSA 
Bartlett's Test of Sphericity 
Eigen 
Value 
3.31 
2.82 
2.10 
1.75 
0.813 
0.000 
Factor 
Loading 
0.82 
0.74 
0.71 
0.79 
0.67 
0.62 
0.59 
0.72 
0.63 
0.59 
0.69 
0.61 
Variance 
Explaine 
d 
68.0(%) 
21.3 
18.8 
15.3 
12.6 
Cronbacb 
Alplia 
0.81 
0.83 
0.75 
0.72 
0.69 
Descriptive statistics: The mean and standard deviation of responses of 
effectiveness of trainer is given below: 
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SI 
No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
Table 10 
Descriptive statistics 
Items 
Knowledge (Factor 1) 
The trainers in the course were knowledgeable. 
The trainers were highly experienced. 
The trainers gave relevant examples from different organizations. 
Skill (Factor 2) 
The trainers involved participants through discussions. 
The trainers were having good communication skill. 
The trainers were excellent listeners. 
The trainers were able to create an environment where learning takes 
place. 
Problem Orientation (Factor 3) 
The trainers solved the trainee's problem regarding their job. 
The trainers were able to help trainees to make their action plans. 
The Trainers asked about the Problems being faced by the 
trainees in their respective jobs 
Enthusiasm (Factor 4) 
The trainers of the course were highly enthusiastic about training. 
The Trainers asked Questions to the Trainees to stimulate 
Participation in Decision Making. 
Means 
3.57 
4.17 
4.32 
4.12 
4.35 
4.02 
4.37 
4.23 
3.97 
4.13 
4.41 
3.99 
SD 
0.53 
0.55 
0.61 
0.71 
0.78 
0.81 
0.69 
0.72 
0.66 
0.68 
0.53 
0.55 
Possible score ranges for each variable are from I to 5. 
(iii) Transfer of training (Trainee's perception): The Kaiser-Meyer-Olkin 
measure of sampling adequacy test (0.713) and Bartlett's test of sphericity 
(p<.001) indicated that the data on Trainee's Perception on transfer of training 
were appropriate for factor analysis. Given these results, the exploratory factor 
analysis (EFA) was conducted. 
The EFA employed a principal component analysis with varimax rotation. 
Factors with eigenvalues greater than 1.0 and rotated factor loadings of 0.50 or 
greater were retained. In the end, two variables that did not meet the above 
criteria were excluded from the analysis, and the factor model was respecified by 
deriving a new factor solution with those two variables eliminated. After deletion 
of the two items, the computation of Cronbach Alpha resulted in the alpha value 
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of 0.78 for the respecified scale. The Kaiser-Meyer-Olkin measure of sampling 
adequacy test (0.614) and Bartlett's test of sphericity (p<.001) indicated that 
these data were also appropriate for factor analysis. A new factor solution, 
derived by principal component factor analysis with varimax rotation, indicated 
that 58.4 percent of the total variance was explained by six factors. 
First factor consists of four items which has Cronbach Alpha value of 0.76 and 
explained 13.8 percent variance in this construct. The first factor, Performance 
enhancement includes items on improved efficiency, crisis management, helping 
others and accepting challenging assignments. 
Second factor consists of four items which has Cronbach Alpha value of 0.69 and 
explained 12.7 percent variance in this construct. The second factor. Decision 
making includes items on clarification, from others, decision making skills, 
attitude regarding future problems and analytical abilities.Third factor consists of 
five items which has Cronbach Alpha value of 0.81 and explained 10.8 percent 
variance in this construct. The third factor, Self Confidence includes items on 
completion of task, satisfaction, status, level of confidence and self 
awareness.Fourth factor consists of five items which has Cronbach Alpha value 
of 0.79 and explained 8.7 percent variance in this construct. The fourth factor, 
Goal Aspiration includes items on quest for learning, personal goals, clarity on 
career goals, organisational goals and clarity regarding duties. 
Fifth factor consists of four items which has Cronbach Alpha value of 0.67 and 
explained 6.8 percent variance in this construct. The fifth factor, Team Building 
includes items on infusing team spirit, handling conflicting situation, 
interpersonal relations and awareness about Supervisor's/subordinate's 
needs.Sixth factor consists of two items which has Cronbach Alpha value of 0.76 
and explained 5.6 percent variance in this construct. The sixth factor. Open 
Mindedness includes items on opening the horizon and taking initiatives to meet 
people. 
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Performance 
enhancement 
Factor 1 
Decision 
making 
Factor 2 
Self 
Confidence 
Factor 3 
Goal 
aspirations 
Factor 4 
Table 11 
Transfer of training (Trainees response) 
Item 
Total Items (24) 
1. After attending training 
programme, my efficiency 
has improved. 
2. Training has helped me to 
overcome crisis situations 
peacefiilly. 
3. After attending the course, 
I help others to disseminate 
their work. 
4. Now I enjoy challenging 
assignments given to me as 
a part of my job. 
5. The training programme 
improved my decision 
making skills. 
6. After attending training 
programme, numbers of 
cases solved without asking 
for clarification from others 
have increased. 
7. Now I do not feel upset 
about the future problems 
arising from my managerial 
decisions. 
8. By attending this 
programme, my analytical 
abilities have improved. 
9. The programme has 
improved my status within 
the company. 
10. After the programme, I feel 
that I can easily complete 
the assigned task to me. 
11. The programme has 
improved my level of 
confidence. 
12. Overall feelings of 
satisfaction in work have 
improved. 
13. The programme helped me 
become aware of my strong 
and weak points. 
14. The programme created an 
interest for individual 
learning. 
15. The programme has raised 
my personal goals and level 
of aspiration. 
16. After attending programme, 
I am pretty clear about my 
career needs. 
17. Now I am aware of my 
personal goals in relation to 
Eigen 
Value 
2.77 
2.43 
2.17 
1.92 
Factor 
Loading 
0.81 
0.72 
0.63 
0.56 
0.71 
0.69 
0.53 
0.51 
0.69 
0.63 
0.59 
0.54 
0.51 
0.77 
0.73 
0.70 
0.67 
Variance 
Explained 
58.4(%) 
13.8 
12.7 
10.8 
8.7 
Cronbach 
Alplia 
0.78 
0.76 
0.69 
0.81 
0.79 
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Team 
Buildings 
Factor 5 
Open 
mindedness 
Factor 6 
Item 
organizational objectives. 
18. The course has helped me 
to clarify the charter of my 
duties. 
19. The training programme 
has equipped me to infuse 
an atmosphere of team 
work in my work group. 
20. I feel more confident and 
better equipped to act as a 
leader and handle 
conflicting situations. 
21. My working relationship 
between my associates and 
colleagues in other 
departments has improved. 
22. After attending training 
programme, I am more 
aware of my Supervisor's 
and subordinate's needs. 
23. The programme made me 
more open minded. 
24. The programme helped me 
meet people who could be 
useful to me. 
Kaiser-Meyer-Olkin MSA 
Bartlett's Test of Sphericity 
Eigen 
Value 
1.51 
1.20 
0.614 
0.000 
Factor 
Loading 
0.54 
0.78 
0.75 
0.67 
0.52 
0.61 
0.53 
Variance 
Explained 
6.8 
5.6 
Cronbach 
Alplia 
0.67 
0.76 
Descriptive statistics: The mean and standard deviation of the responses of 
transfer of training questionnaire (trainee) is given below: 
SI 
No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
Table 12 
Descriptive statistics 
Constructs Means SD 
Performance Enhancement (Factor 1) 
After attending training programme, my efficiency has improved 
Training has helped me to overcome crisis situations peacefully 
After attending the course, I help others to disseminate their work 
Now I enjoy challenging assignments given to me as a part of my 
Job 
4.53 
4.24 
4.05 
4.67 
0.51 
0.48 
0.55 
0.52 
Decision Making (Factor 2) 
The training programme improved my decision making skills. 
After attending training programme, numbers of cases solved 
without asking for clarification from others have increased 
Now I do not feel upset about the future problems arising from my 
managerial decisions 
4.23 
3.97 
3.86 
0.61 
0.42 
0.44 
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SI 
No 
8. 
9. 
10. 
11. 
12. 
13. 
14, 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
Constructs 
By attending this programme, my analytical abilities have 
Improved 
Means 
4.03 
SD 
0.49 
Self Confidence (Factor 3) 
The programme has improved my status within company. 
After the programme, I feel that I can easily complete the assigned 
task to me. 
The programme has improved my level of confidence. 
Overall feelings of satisfaction in work have improved. 
The programme helped me become aware of my strong and weak 
points. 
4.14 
4.23 
4.34 
4.51 
4.07 
0.51 
0.52 
0.45 
0.54 
0.57 
Goal Aspiration (Factor 4) 
The programme created an interest for individual learning 
The programme has raised my personal goals and level of aspiration. 
After attending programme, I am pretty clear about my career needs. 
Now I am aware of my personal goals in relation to organizational 
objectives. 
The course has helped me to clarify the charter of my duties. 
3.98 
3.78 
4.11 
4.23 
3.87 
0.62 
0.51 
0.55 
0.49 
0.61 
Team Building (Factor 5) 
The training programme has equipped me to infuse an atmosphere of 
team work in my work group 
I feel more confident and better equipped to act as a leader and handle 
conflicting situations 
My working relationship between my associates and colleagues in 
other departments has improved 
After attending training programme, I am more aware of my 
Supervisor's and subordinate's needs 
4.41 
4.36 
4.07 
3.81 
0.60 
0.51 
0.52 
0.56 
Open Mindedness (Factor 6) 
The programme made me more open minded. 
The programme helped me meet people who could be useful to me. 
4.41 
4.06 
0.62 
0.58 
Possible score ranges for each variable are from 1 to 5. 
(iv) Transfer of training (Supervisor's perception):The Kaiser-Meyer-
Olkin measure of sampling adequacy test (0.716) and Bartlett's test of sphericity 
(p<.001) indicated that the data on Supervisor's Perception on transfer of training 
were appropriate for factor analysis. Given these results, the exploratory factor 
analysis (EFA) was conducted. 
The EFA employed a principal component analysis with varimax rotation. 
Factors with eigenvalues greater than 1.0 and rotated factor loadings of 0.50 or 
greater were retained. In the end, two variables that did not meet the above 
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criteria were excluded from the analysis, and the factor model was respecified by 
deriving a new factor solution with those two variables eliminated. After deletion 
of the two items, the computation of Cronbach Alpha resulted in the alpha value 
of 0.75 for the respecified scale. The Kaiser-Meyer-Olkin measure of sampling 
adequacy test (0.643) and Bartlett's test of sphericity (p<.001) indicated that 
these data were also appropriate for factor analysis. A new factor solution, 
derived by principal component factor analysis with varimax rotation, indicated 
that 57.4 percent of the total variance was explained by six factors. 
First factor consists of four items which has Cronbach Alpha value of 0.74 and 
explained 14.4 percent variance in this construct. The first factor, Performance 
enhancement includes items on improved efficiency, crisis management, helping 
others and accepting challenging assignments. Second factor consists of four 
items which has Cronbach Alpha value of 0.81 and explained 11.8 percent 
variance in this construct. The second factor. Decision making includes items on 
clarification from others, decision making skills, attitude regarding ftiture 
problems and analytical abilities.Third factor consists of five items which has 
Cronbach Alpha value of 0.79 and explained 10.5 percent variance in this 
construct. The third factor. Self Confidence includes items on completion of task, 
satisfaction, status, level of confidence and self awareness. 
Fourth factor consists of five items which has Cronbach Alpha value of 0.71 and 
explained 8.8 percent variance in this construct. The fourth factor. Goal 
Aspiration includes items on quest for learning, personal goals, clarity on career 
goals, organisational goals and clarity regarding duties.Fifth factor consists of 
four items which has Cronbach Alpha value of 0.77 and explained 6.3 percent 
variance in this construct. The fifth factor. Team Building includes items on 
infiising team spirit, handling conflicting situation, interpersonal relations and 
awareness about Supervisor's/subordinate's needs.Sixth factor consists of two 
items which has Cronbach Alpha value of 0.72 and explained 5.6 percent 
variance in this construct. The sixth factor, Open Mindedness includes items on 
opening the horizon and taking initiatives to meet people. 
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Table 13 
Transfer of Training (Supervisor's response) 
Performance 
enhancement 
Factor 1 
Decision 
making 
Factor 2 
Self 
Confidence 
Factor 3 
Goal 
aspirations 
Factor 4 
Item 
Total Items (24) 
1. He has widened his 
knowledge base after 
attending the course. 
2. After attending the training 
his efficiency has 
improved. 
3. After attending the training 
programme he is able to 
overcome crisis situation. 
4. After attending the training 
programme he is able to 
extract more work from his 
subordinate. 
5. His analytical skills prior to 
attending EDP have 
improved. 
6. Subsequent to the 
programme he has 
demonstrated innovative 
efforts or skills in decision 
making 
7. He handles the problems in 
a more systematic and 
analytical manner. 
8. The training programme 
helped the executive solve 
specific problems he was 
facing before attending the 
programme. 
9. He looks more confident 
and satisfied after attending 
the course. 
10. He looks in a better frame 
of mind. 
11. He is more relaxed & 
confident while handling 
personnel & official 
problems. 
12. After attending the fraining 
programme, the status of 
Executive has improved. 
13. The programme has 
increased the awareness of 
the executive about his 
strong and weak points and 
his developmental needs. 
14. After attending the course 
he is more interested in 
learning. 
15. After attending the course 
he has raised his personal 
goals & level of aspiration. 
Eigen 
Value 
2.9 
2.12 
1.90 
1.60 
Factor 
Loading 
0.77 
0.68 
0.61 
0.54 
0.71 
0.67 
0.59 
0.52 
0.75 
0.72 
0.65 
0.61 
0.53 
0.67 
0.61 
Variance 
Explained 
(%) 
57.4 
14.4 
11.8 
10.5 
8.8 
Cronbacli 
Alpha 
0.75 
0.74 
0.81 
0.79 
0.71 
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Team 
Buildings 
Factor 5 
Open 
mindedness 
Factor 6 
Item 
16. After attending the course 
he is more aware about 
personal goals in relation to 
Organizational goal. 
17. After attending the training 
programme he is pretty 
clear about his career goals. 
18. The Course has helped him 
to clarify his charter of 
duties 
19. The executive after 
attending the course has 
increased delegating 
powers to subordinate. 
20. The executive feels more 
confident & better 
equipped to act as a leader 
and handle confliction 
solutions. 
21. His working relationship 
between his associates & 
colleagues in other 
department has improved. 
22. He is able to inftise team 
spirit after attending the 
training programme. 
23. The programme has made 
him more open minded 
24. He is more open to ideas 
given by members of his 
team. 
Kaiser-Meyer-Olkin MSA 
Bartlett's Test of Sphericity 
Eigen 
Value 
1.20 
1.06 
0.643 
0.000 
Factor 
Loading 
0.58 
0.55 
0.51 
0.71 
0.67 
0.58 
0.51 
0.65 
0.59 
Variance 
Explained 
(%) 
6.3 
5.6 
Cronbach 
Alpha 
0.77 
0.72 
Descriptive Statistics: The mean and standard deviation of the response of 
transfer of training questionnaire (Supervisor) is given below: 
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SI 
No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
Table 14 
Descriptive statistics 
Constructs Means SD 
Performance Enhancement (Factor 1) 
He has widened his icnowledge base after attending the course. 
After attending the training his efficiency has improved 
After attending the training programme he is able to overcome crisis 
situation 
After attending the training programme he is able to extract more work 
from his subordinate 
4.1 
4.3 
3.9 
4.4 
0.61 
0.72 
0.59 
0.62 
Decision Making (Factor 2) 
His analytical skills prior to attending EDP have improved 
Subsequent to the programme he has demonstrated innovative efforts or 
skills in decision making 
He handles the problems in a more systematic and analytical manner 
The training programme helped the executive solve specific problems he 
was facing before attending the programme 
3.8 
3.7 
4.13 
4.5 
0.63 
0.58 
0.61 
0.55 
Self Confidence (Factor 3) 
He looks more confident and satisfied after attending the course. 
He looks in a better frame of mind. 
He is more relaxed & confident while handling personnel & official 
problems 
After attending the training programme, the status of Executive has 
improved. 
The programme has increased the awareness of the executive about his 
strong and weak points and his developmental needs. 
4.3 
3.8 
3.5 
4.1 
4.02 
0.58 
0.57 
0.60 
0.61 
0.64 
Goal Aspiration (Factor 4) 
After attending the course he is more interested in learning 
After attending the course he has raised his personal goals & level of 
aspiration 
After attending the course he is more aware about personal goals in 
relation to Organizational goal 
After attending programme, he is pretty clear about his career needs 
The training programme has helped him to clarify his charter of duties 
3.9 
3.7 
4.1 
3.6 
3.8 
0.66 
0.71 
0.59 
0.61 
0.58 
Team Building (Factor 5) 
The executive after attending the course has increased delegating powers 
to subordinate 
The executive feels more confident & better equipped to act as a leader 
and handle confliction solutions 
His working relationship between his associates & colleagues in other 
department has improved 
He is able to infuse team spirit after attending the training programme 
4.1 
4.04 
3.9 
3.7 
0.72 
0.74 
0.69 
0.67 
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SI. 
No. 
23. 
24. 
Constructs Means SD 
Open Mindedness (Factor 6) 
The programme has made the executive more open minded 
He is more open to ideas given by members of his team 
3.9 
4.2 
0.63 
0.61 
Possible score ranges for each variable are from 1 to 5. 
5.3 Post training reaction: 
a) Matching of training objectives with trainee objective and the extent 
of realization through the course 
Table 15 
Matching of training objectives with trainee objective and the extent of 
realization through the course (N=78) 
Objectives stated in 
the circular 
(a) Providing an 
opportunity to 
understand self and 
others to improve 
personal and 
interpersonal 
effectiveness. 
(b) Developing better 
understanding on 
Financial Management 
and Budgeting in 
Defence. 
(c) Understanding the 
various facets of Right 
to Information Act. 
(d) Improving the 
basic computer skills in 
MS Word & Power 
Point. 
(e) Develop better 
understanding on office 
Procedures, 
Parliamentary 
Procedure. 
(f) Provide an 
opportunity to enhance 
presentation skills. 
How far each is related to your 
objectives % 
closely 
related 
65% 
45% 
35% 
58% 
61% 
57% 
some what 
related 
20% 
30% 
41% 
25% 
24% 
38% 
not related 
at all 
15% 
25% 
24% 
17% 
15% 
5% 
How far each has been realized 
through the course % 
complete 
38% 
30% 
34% 
51% 
51% 
56% 
partial 
55% 
60% 
60% 
38% 
37% 
35% 
Nil 
7% 
10% 
6% 
11% 
12% 
9% 
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b) Responses on presentations in sessions: 
Table 16 
Responses on presentations in sessions: Excellent 
Good (G), Fair (F) or Poor (P). 
Inputs 
Changing face in governance 
Communication & Inter 
Personal Relationship 
Right to information Act 
Emotional Intelligence 
Overview of financial 
Management & 
Planning/Budget in Defence 
Change Management 
Team Building & Leadership 
Record Management 
Value & Ethics in 
Administration 
Machinery of Government 
Office Procedure 
Parliamentary Procedure 
Etiquettes & Protocol 
Presentation Skill 
Contents of 
inputs % 
Ex 
30 
23 
15 
13 
19 
31 
35 
23 
15 
24 
19 
21 
28 
29 
VG 
68 
70 
65 
55 
49 
58 
62 
54 
48 
44 
58 
54 
63 
60 
G 
2 
7 
20 
32 
32 
11 
3 
23 
37 
32 
23 
25 
9 
II 
(EX); Very Good (VG); 
N=78 
Relevance & 
applicability % 
Ex 
25 
24 
24 
31 
18 
14 
31 
28 
41 
38 
28 
37 
21 
17 
VG 
70 
64 
71 
63 
65 
58 
53 
59 
49 
46 
52 
61 
60 
54 
G 
5 
12 
5 
6 
17 
28 
16 
13 
10 
16 
20 
2 
19 
29 
Clarity of 
Exposition % 
Ex 
24 
30 
14 
18 
21 
29 
31 
24 
20 
18 
28 
34 
24 
14 
VG 
50 
48 
50 
67 
53 
58 
47 
58 
72 
71 
61 
61 
58 
61 
G 
26 
22 
36 
15 
26 
13 
22 
18 
8 
11 
II 
5 
18 
25 
5.4 Impact of training on learning, comparison between experimental 
and control group. 
The experimental and control group were administered the test questionnaire 
covering the topics included in the training programme. Knowledge score were 
determined in both the groups. 
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Table 17 
Pre-training knowledge score comparison-experimental group Vs control 
group 
Target research 
group 
Experimental 
Group N=80 
Control 
Group N=80 
Mean knowledge 
score (Pre 
training) 
29.77 
30.75 
SDof 
•knowledge 
score (Pre-
training) 
2.95 
2.79 
Pre training 
knowledge score 
difference of mean 
0.97 
t 
2.15 
Comparison of pre-training knowledge scores for experimental group and control 
group is shown in Table 17 Comparison shows that, the average pre-training 
knowledge score for experimental group is 29.77; the average pre-training 
knowledge score for control group is 30.75. The difference of means shows that 
pre-training knowledge score for control group is higher by 0.97, when compared 
to pre-training knowledge scores for the experimental group. This may be due to 
higher knowledge level of control group employees as compared to experimental 
group employees. 
t score of 1.56 is not significant at 99% significance level (0.01) level. It implies 
that even though the average knowledge score for control group employees is 
higher than average knowledge score of experimental group employees, this 
difference is not significant at 99% significance level. Hence, both experimental 
group and control group employees can be considered as statistically equal, when 
compared with respect to their knowledge scores.The similar test was conducted 
on experimental group after the end of the training programme. Similarly the test 
was conducted on the control group after the gap of 15 days (duration of the 
training programme). 
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The scores of both the group are tabulated below: 
Table 18 
Comparison of post-training knowledge scores for experimental group 
and control group 
Target research 
group 
Experimental 
Group N=80 
Control 
Group N=80 
Mean 
knowledge 
score(Post 
training) 
56.72 
30.87 
Standard deviation of 
Icnowledge score 
(Post- training) 
4.15 
2.84 
Post training luiowledge 
scores difference of 
mean 
25.85 
t= 46.22 
As per Table 18, the average post-training knowledge score for experimental 
group is 56.72 and the average post-training knowledge scores for control group 
is 30.87. Mean post-training average scores for experimental group are higher 
than mean post-training knowledge scores for the control group by 25.85. 
This demonstrates movement of difference of means for knowledge scores by 
26.95, post-training in favour of the experimental group. Since, same evaluation 
was conducted for both experimental group and control group employees, after 
similar time durations, higher increase in knowledge level among experimental 
group employees may be attributed to training, which has been provided to 
experimental group employees only. 
Table 19 
Knowledge scores of experimental group (N=800) 
Experimental 
group 
Pre Training 
Post Training 
Mean 
knowledge 
score 
29.77 
56.72 
SD of knowledge 
score 
2.95 
4.15 
Score difference of 
mean (D) 
26.95 
t 
47.12 
Experimental group knowledge scores are shown in Table 19 This shows that for 
the experimental group of 80 executives, average pre-training knowledge score 
was 29.77 with standard deviation of 2.95. Post-training average knowledge 
score for experimental group has increased to 56.72 with standard deviation of 
4.15. Difference of means is 26.95. Improvement in average knowledge scores 
for experimental group, pre-training and post-training is by 90.5 %. This shows 
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that there is substantial improvement in knowledge scores of experimental group 
employees post-training. 
Value of t for pre-training knowledge score and post-training knowledge score 
for experimental group is 35.56. Since, t-value is significant at 95% significance 
level (0.05). Hence, when compared vdth pre-training knowledge scores, there is 
significant improvement in knowledge scores after the training for the 
experimental group. This demonstrates that training has resulted in enhanced 
knowledge level for experimental group executives. 
Control group 
Pre Training 
Post Training 
Table 20 
Knowledge score of control group (N=80) 
Mean 
knowledge 
score 
30.75 
30.87 
SDof 
knowledge 
score 
2.79 
2.84 
Score 
difference of 
mean (D) 
0.12 
t 
0.028 
Control group knowledge scores are shown in Table 20 .This shows that for the 
control group of 80 executives, average pre-training knowledge score was 30.75 
with standard deviation of 2.79. Average knowledge score for control group 
post-training has increased to 30.87 with standard deviation of 2.84. Difference 
of means is 0.12. Average knowledge scores for control group, pre-training and 
post training improved by 0.4 %. 
Value of t for pre-training knowledge score and post-training knowledge score 
for control group is 2.36. Since, t-value is not significant at 99% significance 
level (0.01) level. Hence, when compared with pre-training knowledge scores, 
improvement in knowledge scores calculated for the control group has not been 
found as significant. This demonstrates that through the natural process of on-
the-job learning, improvement in knowledge level of executives is not significant. 
Pre-training knowledge level for both the experimental group and control group 
was fovmd to be almost same. Post-training improvement in knowledge scores 
for experimental group is found to be significant, while improvement in 
knowledge scores for control group is found to be not significant at 99% 
significant (0.01) level. Since, the only difference in two groups is 
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administration of training to experimental group and no training inputs for control 
group. Hence, the significant improvement of knowledge scores of experimental 
group can be attributed to training. 
In this case, hypothesis HI: Training will lead to significant increase in the 
knowledge of trainees is accepted. The finding supports the earlier researches. 
Arthur et al (2003) conducted a meta-analysis of 1152 effect sizes from 165 
sources and ascertained that in comparison with no-training or pretraining states, 
training had an overall positive effect on job-related behaviors or performance 
(mean effect size or d = 0.62). Benefits of training are also documented for 
technical skills. For example, Davis & Yi (2004) conducted two experiments with 
nearly 300 participants using behavior-modeling training and were able to 
improve computer skills substantially. 
Similarly, Driskell et al. (2001) conducted a study including 79 U.S. Navy 
technical school trainees who performed a computer-based task. Trainees 
participated in a stress-exposure training session. This training exposes trainees to 
information regarding stressors (e.g., noise, time urgency), to the stressors, and 
how these stressors are likely to affect performance. Results showed that training 
was beneficial in that trainees performed well under a novel stressor and when 
performing a novel task. Thus, stress training helps maintain performance 
consistency. 
There are also documented benefits of training for managers and leaders. Collins 
& Holton (2004) conducted a meta-analysis of the benefits of managerial 
leadership development programs including 83 studies published between 1982 
and 2001 (Cullen & Tumbull 2005). They found that mean ds (comparing 
training with no training) ranged from 0.96 to 1.37 for knowledge outcomes and 
from 0.35 to 1.01 for expertise/behavioural outcomes. 
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5.5 Impact of Organisational Learning and Job Satisfaction on Learning 
of Trainees 
To find out whether any relationship exists between organizational learning, job 
satisfaction and the learning of trainees in a training programme, the score of 
Organisational Learning and job satisfaction was obtained. The scores were 
correlated with the values of learning index of each Trainee. 
Table 21 
Correlation (Pearson) between organisational learning ,job satisfaction and 
learning index (N =80) 
Organisational learning 
Experimentation 
Mutuality 
Planning 
Temporary Systems 
Competency Building 
Job Satisfaction 
Learning index R(Pearson) 
0.49** 
0.25** 
0.41** 
0.11* 
0.32** 
0.02 
Where R = Pearson's r, • p < 0.05, ** p < 0.01 
Results in Table 21 depict the kind as well as level of relationship between 
organisational learning and individual learning from training programmes. The 
correlation values between them are positive and foimd to be significant. This 
indicates that trainees coming from organisations having higher organisational 
learning will learn more in a training programme. Thus, Hypothesis H2 : 
Organisational learning increases the learning of individual from a training 
programme is accepted. 
Table 21 also reflects that there is no relationship between job satisfaction and 
learning of trainee. The Pearson Correlation Value is 0.02. Hence, H5: Job 
satisfaction enhances the learning of trainees in the training programme is 
rejected. The Job satisfaction of an employee will not influence the learning 
pattern in a training programme. 
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Table 22 
Stepwise regression between organisational learning mechanisms and 
learning of trainees from a training programme (N=80) 
Steps 
Predictors 
Step 1 
OL-Experimentation 
R^=0.36 
Step 2 
OL-Experimentation 
OL- Planning 
A R ^ = 0.09 
Step 3 
OL-Experimentation 
OL-Planning 
OL-Competency 
Z^^ = 0.06 
Standardized B 
0.38 
0.37 
0.29 
0.37 
0.31 
0.29 
Learning 
P 
0.49** 
0.48** 
0.39** 
0.49** 
0.39** 
0.31* 
F-Value 
25.43** 
21.69** 
19.12** 
p<01. p<.05 
Table 22 shows that out of the five mechanisms of organisational learning, 
Experimentation ( p =0.49,p< .07;,Planning( p =0.39,p< .01), competency( p 
=0.3 \,p< .05 )hd& emerged as significant predictors of Learning after attending 
the training programme.These three variables together accounts for 39 % of 
variance in Learning. 
5.6 Impact of Design of Training on the Learning of Trainees 
The Correlation between scores obtained from Design of training and learning of 
individuals from training programme is tabulated below: 
Table 23 
Correlation (Pearson's) between design of training and learning of trainees 
(N=80) 
Constructs of Training design 
Content 
Objective 
Method 
Need Base Training 
Entry Behaviour 
Training Aid 
Duration 
Handouts 
R 
0.43** 
0.31** 
0.24** 
0.19** 
0.12* 
0.16** 
0.09* 
0.08* 
/7<0.05 , ** p<0.01 
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All the constructs of Design of training are significant and are directly correlated 
to learning index. Thus, hypothesis H3 :Learning of Trainees in the training 
programme is directly proportional to Design of Training is accepted. 
Table 24 
Stepwise regression between design of training and learning of trainees from 
a training programme (N=80) 
Steps 
Predictors 
Step 1 
DOT-Content 
R^  = 0.17 
Step 2 
DOT - Content 
DOT -Objective 
AR^=0.09 
Step 3 
DOT - Content 
DOT - Objective 
DOT - Method 
A R ^ = 0 . 0 5 
Standardized B 
0.29 
0.28 
0.31 
0.29 
0.31 
0.28 
Learning 
B 
0.43 
0.41 
0.32 
0.42 
0.31 
0.22 
F-Value 
26.32** 
19.85** 
16.23** 
** p<.01 , DOT =Design of training 
Table 24 shows that out of the eight variables of Design of training, Content ( p 
=0.42, p< .01). Objective ( p =0.31 p< .01), Method ( p =0.22, p< .05 ) has 
emerged as significant predictors of Learning after attending the training 
programme. These three variables together accounts for 31 % of variance in 
Learning. 
The results indicate that design of training has played an important role in the 
learning pattern of trainees. Design has to be trainee oriented. Scorth (2000) also 
observed that develop training task that is similar to transfer task and ensure that 
the content is consistent with the job requirement. 
5.7 Impact of trainer's effectiveness on learning of trainees: 
For testing H4 Hypothesis: Trainer's effectiveness is directly proportional to 
learning of Trainees in the training programme. Correlation was conducted 
between the responses of trainees on trainer's effectiveness and their learning 
from the training programme. Resuh is given below: 
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Table 25 
Correlation (Pearson) between trainer's effectiveness and learning (N=80) 
Trainer's Effectiveness 
Knowledge 
Skill 
Problem solving Orientation 
Enthusiasm 
Learning Index R (Correlation) 
0.53** 
0.38** 
0.19** 
0.16* 
p < 0.05 level p< 0.01 level 
The findings of the study shown in Table 25 reveal that there has been a positive 
and significant correlation between Trainer's Effectiveness & learning. Hence, 
the hypothesis, H4: Learning of Trainees in the training programme is directly 
proportional to Trainer's Effectiveness , is accepted. 
Table 26 
Stepwise regression between trainer's effectiveness and learning of trainees 
from a training programme (N=80) 
Steps Learning 
Predictors Standardized B P F-Value 
Step 1 
IE- Knowledge 
R^  = 0.28 
0.34 0.53** 12.69* 
Step 2 
TE- Knowledge 
IE- Skill 
AR^=O.II 
0.31 
0.28 
0.52** 
0.37** 11.27** 
** p<.01 * p<.05 TE =Trainer'seffectiveness 
Table 26 shows that out of the 4 variables of Trainer's effectiveness, 
Knowledge ((3 =0.52,p< .01), Skill ( p =0.37/?< .01 has emerged as significant 
predictors of Learning after attending the training programme. These two 
variables together accounts for 39 % of variance in Learning. 
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5.8 Impact of locus of control on the learning of individual: 
For assessing relationship between locus of control and learning of trainees, the 
responses of locus of control of every trainee were correlated with their learning 
from training programme. The result is given below: 
Table 27 
Correlation (Pearson) between LOC and learning (N=80) 
Locus of Control Learning Index 
Internal 0.55* 
External -0.5 r 
*P< 0.01 level. 
The findings of the study shown in Table 27 reveals that there has been a positive 
& significant correlation between internal locus of control & learning. Therefore, 
Hypothesis H6:Trainees with higher Internal Locus of control will learn more in 
the training programme is accepted. 
It means that a person who feels that he plays an important role in the work being 
done in his organization. If he feels that when he initiates something, 
organization moves ahead. Such a person will have high score on internal locus 
of control. A trainee with high internal locus of control will be highly charged to 
learn because he imagines that the learning will help the organization to realize 
their objectives. Salas (2001) has observed that personality traits (such as locus 
of control) and job attitude have been found to be linked to training motivation. 
Highly motivated individual will learn more in a training programme. 
The findings shown in Table 27 also reveal that there has been a negative 
correlation between external locus of control & learning. Hence, the hypothesis, 
H7: Trainees with higher External Locus of control will learn more in the training 
programme is rejected. It means that a person who believes that things are moving 
in his organization because of external reasons and he is not playing any role, will 
learn less in the training programme. Tziner and Falbe (1993) found no significant 
relationships of LOC across four training outcomes, Tziner, Haccoun, and Kadish 
(1991) found trainees with an internal LOC exhibited higher levels of transfer 
when using a post-training transfer intervention. Baumgartel et al. (1984) found 
that managers high in internal LOC were more likely to apply new knowledge 
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gained in training back at work. Colquitt et al. (2000) found those with an internal 
LOC were more motivated to learn; however, in their metaanalysis, external LOC 
was moderately related to transfer (re = .27). 
5.9 Transfer of training: 
Results of correlation, Regression and T-test are given in the tables below: 
Table 28 
Transfer 
Categories of 
respondents 
Trainee's 
Perception 
Supervisor's 
Perception 
of training score comparison-experimental g 
Factors/ 
Experimental or 
Control Group 
PE 
DM 
SC 
OM 
GA 
TB 
PE 
DM 
SC 
OM 
GA 
TB 
EG 
N=78 
CG 
N=77 
EG 
CG 
EG 
CG 
EG 
CG 
EG 
CG 
EG 
CG 
EG 
N=75 
CG 
N=75 
EG 
CG 
EG 
CG 
EG 
CG 
EG 
CG 
EG 
CG 
; 
Mean 
Transfer 
score 
16.46 
12.33 
15.75 
10.55 
20.58 
14.62 
8.19 
5.16 
20.34 
16.87 
15.78 
11.29 
15.42 
11.70 
14.71 
11.73 
19.23 
13.88 
8.13 
5.93 
19.55 
14.11 
16 
11.9 
At 95% contid 
SDof 
Transfer 
Score 
2.43 
2.75 
2.08 
2.13 
1.97 
2.31 
1.02 
.97 
1.86 
2.01 
2.15 
1.78 
2.02 
2.11 
1.97 
1.78 
1.18 
1.75 
.75 
.59 
2.86 
2.01 
2.02 
1.98 
snce level 
roupVscontro 
Transfer 
Score 
Difference of 
Mean 
4.13 
5.2 
5.96 
3.03 
3.47 
4.49 
3.70 
2.98 
5.35 
2.2 
5.44 
4.1 
group 
* 
t 
22.71 
19.36 
18.28 
20.82 
17.6 
17.23 
16.32 
12.76 
16.8 
15.34 
14.34 
17.11 
EG =Experimental group ,CG=Control group ,PE= performance enhancement , DM =decision 
making, SC = self confidence, OM = open mindedness, GA = goal aspiration, TB = team building 
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Comparison of scores of factors of transfer of training for experimental group and 
control group is shown in Table 28. According to Trainee's perception, the 
average scores of factors of transfer of training i.e. performance enhancement 
(PE), decision making (DM), self confidence (SC), open mindedness (OM), goal 
aspiration (GA), team building (TB) for experimental group is 16.46; 15.75, 
20.58, 8.19, 20.34 & 15.78 respectively. The average score of factors of transfer 
of training i.e. PE, DM, SC, OM, GA, & TA for control group is 12.33, 10.55, 
14.62, 5.16, 16.87 & 11.29 respectively. The difference of means shows that 
factors of transfer of training score for experimental group i.e. PE, DM, SC, OM, 
GA, & TA is higher by 4.13, 5.2, 5.96, 3.03, 3.47, 4.49 when compared to 
transfer of training scores for the control group. The difference between scores 
of factors of transfer of training of experimental group and control group is 
significant at 95% significance level. 
According to Supervisor's perception, the average scores of factors of transfer of 
training i.e. performance enhancement (PE), decision making (DM), self 
confidence (SC), open mindedness (OM), goal aspiration (GA), team building 
(TB) for experimental group is 15.42, 14.71, 19.23, 8.13, 19.55 & 16.00 
respectively. The average score of factors of transfer of training i.e. PE, DM, SC, 
OM, GA, & TA for control group is 11.70, 11.73, 13.88,.05.93, 14.11 & 11.9 
respectively. The difference of means shows that factors of transfer of training 
score for experimental group i.e. PE, DM, SC, OM, GA, & TA is higher by 3.70, 
2.98, 5.35, 2.2, 5.44 & 4.1, respectively when compared to transfer of training 
scores for the control group. The difference between scores of factors of transfer 
of training of experimental group and control group is significant at 95% 
significance level. 
Results imply that as per the perception of trainees & their supervisor, there has 
been considerable transfer of training by the experimental group. Table 28 also 
reflect that overall improvement of experimental group is more than that of 
control group. The difference is due to the training imparted to the experimental 
group whereas the control group was devoid of any training. Thus, hypothesis, 
H8 that the transfer of training in the experimental group will be significantly 
higher than the transfer of training in the control group was accepted. 
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5.10 Relation Between Organisational Learning and Transfer of Training 
For assessing the relationship between Organisational Learning and Transfer of 
Training on the Job, Correlation was done between the factors of Organisational 
Learning and variables of Transfer of Training. To determine the strength of the 
relationship step wise regression has been done. 
a) Organisational learning and transfer of training on the job.(Trainee's 
perception) 
Table 29 
Correlation between organisational learning and transfer of training on the 
job.(Trainee*s perception) (N=78) 
Factors 
Transfer of 
Training 
Performance 
Enhancement 
Decision 
Making 
Self 
Confidence 
Open 
Mindedness 
Goal 
Aspiration 
Team 
Building 
Organisational Learning 
Experimentation 
0.40** 
0.42** 
0.35** 
0.13* 
0.39** 
0.41** 
Mutuality 
0.15* 
0.19** 
0.16* 
0.20** 
0.17* 
0.34** 
Planning 
0.15* 
0.23** 
0.23** 
0.37** 
023** 
0.27** 
Mechanism 
Temporary 
System 
0.31** 
0.37* 
0.31** 
0.29** 
0.28** 
0.14* 
Competency 
0.23** 
0.28** 
0.27** 
0.21** 
0.33** 
0.13* 
** p<.01 , * p<.05 
The results in Table 29 depict the kind as well as the level of relationship 
between Organisational learning and Transfer of training. The correlation values 
between them are positive and the majority of them have been found to be 
significant. 
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b) Correlation between organisational learning and transfer of training 
on the job (Supervisor's perception) 
Table 30 
Correlation between organisational learning and transfer of training on the 
job (Supervisor's perception) (N=75) 
Factors 
Transfer of 
Training 
Performance 
Enhancement 
Decision 
Making 
Self 
Confidence 
Open 
Mindedness 
Goal 
Aspiration 
Team 
Building 
Experimentation 
0.32** 
0.29** 
0.35** 
0.34* 
0.16* 
0.19** 
Organisational Learning Mechanism 
Mutuality 
0.21** 
0.19** 
0.19** 
0.11* 
0.19** 
0.42** 
Planning 
0.18** 
0.27** 
0.21** 
0.19* 
0.41** 
0.24** 
Temporary 
System 
0.14* 
0.21** 
0.33** 
0.13* 
0.23** 
0.34** 
Competency 
0.26** 
0.13* 
0.28** 
0.21** 
0.38** 
0.18* 
** p<.01 * p<.05 
The results in Table 30 shows that the correlation values between Organisational 
Learning Mechanism and Factors of Transfer of Training are positive and the 
majority of them have been found to be significant. Keeping in view the 
correlation results as shown in Table 29 & Table 30, the Hypothesis H9: 
Organisational learning enhances the transfer of training on the job , is accepted . 
The results imply that organisations promoting innovation, implementation, 
stabilisation and experimentation will have appropriate environment for transfer 
of training. That kind of environment will facilitate the executives to enhance his 
effectiveness through performance improvement, better decision making, 
improved self confidence, openness, goal aspiration and team building. 
The findings support the findings research done by Montesino, (2002), Montesino, 
(2002) points out that Trainees' self reports indicate higher level of training usage in 
organisations that have implemented strategies to support training. Development of 
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continuous learning culture promotes positive transfer climate Hesketh and 
Ivancic(1999). As per the empirical study done by Tracey, J.B., Tannenbaum, S.I. 
and Kavanagh, M.J. (1995), continuous-learning culture was directly related to 
post training behaviours. Employees working in a continuous-learning 
environment share the perceptions and expectations that learning is essential to 
them and associated with their work. 
c) Stepwise regression between organisational learning mechanisms and 
factors of transfer of training on the job (Trainee's perception) 
Table 31 
Stepwise regression between OL mechanisms and performance 
enhancement (N=78) 
Steps 
Predictors 
Step 1 
OL-Experimentation 
R^  = 0,16 
Step 2 
OL-Experimentation 
OL- Temporary systems 
R^  = 0.09 
Performance Enhancement 
Standardized B 
0.19 
0.18 
0.20 
P 
0.40** 
0.41** 
0.37** 
F-Value 
13.69** 
12.89** 
** p<.01, * p<.05 
Table 31 shows the results of the stepwise regression analysis. Out of the five 
mechanisms of organisational learning, Experimentation (P =0.41, 
p< .01 ^.Temporary systems( P =0.37, p< .01 ) has emerged as significant 
predictors of performance enhancement after attending the traitiing programme. 
These two variables together accoimts for 25% of variance in performance 
enhancement. 
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Table 32 
Stepwise regression between OL mechanisms and decision making (N=78) 
Steps 
Predictors 
Step 1 
OL-Experimentation 
R^  = 0.17 
Step 2 
OL-Experimentation 
OL- Temporary systems 
A R ^ = 0 . 0 8 
Step 3 
OL-Experimentation 
OL-Planning 
OL-Competency 
AR^=0.05 
Decision Making 
Standardized B 
0.16 
0.18 
0.21 
0.18 
0.21 
0.23 
P 
0.42** 
0.43** 
0.36** 
0.42** 
0.37** 
0.27* 
F-Value 
23.73** 
19.78** 
15.12** 
** p<.01 * p<.05 
Table 32 shows that out of the five mechanisms of organisational learning, 
Experimentation ( p -0.42, p< .01 ;,Planning( p =0.37 p< .01), competency( p 
=0.27, p< .05 ) has emerged as significant predictors of Decision Making after 
attending the training programme. These three variables together accounts for 
30% of variance in Decision Making. 
Table 33 
Stepwise Regression between OL mechanisms and Self Confidence (N=78) 
Steps 
Predictors 
Step 1 
OL-Experimentation 
R^=0.13 
Step 2 
OL-Experimentation 
OL-Temporary systems 
A R ^ = 0.07 
Step 3 
OL-Experimentation 
OL-Temporary System 
QL-Competency 
A R ^ = 0 . 0 5 
Standardized B 
0.12 
0.13 
0.18 
0.12 
0.19 
0.17 
Self Confldence 
P 
0.35** 
0.34** 
0.29** 
0.35** 
0.29** 
0.26* 
F-Value 
21.38** 
19.12** 
15.64** 
p<.01 <.05 
Table 33 shows that out of the five mechanisms of organisational learning. 
Experimentation ( p =0.35, p< .01 ^.Temporary system( P =0.29, p< .01 ) , 
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competency( P =0.26, p< .05 ) has emerged as significant predictors of Self 
Confidence after attending the training programme. These three variables 
together accounts for 25 % of variance in Self Confidence. 
Table 34 
Stepwise Regression between OL mechanisms and Open Mindedness (N=78) 
steps 
Predictors 
Step I 
OL-Planning 
R^  = 0.14 
Step 2 
OL-Planning 
OL-Temporary system 
A R ^ = 0.08 
Standardized B 
0.17 
0.18 
0.21 
Open Mindedness 
P 
0.37** 
0.37** 
0.21* 
F-Value 
22.47** 
17.32** 
** p<.01. * p<.05 
Table 34 shows that out of the five mechanisms of organisational learning, 
Planning (P =0.37, p< .01),Temporary system( P = 0.21,/?< .05 ) , has emerged 
as significant predictors of Open Mindedness after attending the training 
programme. These two variables together accounts for 24 % of variance in Open 
Mindedness. 
Table 35 
Stepwise regression between OL mechanisms and goal aspiration (N=78) 
Steps 
Predictors 
Stepl 
OL-Experimentation 
R^  = 0.15 
Step 2 
OL-Experimentation 
OL-Competency 
A R ^ = 0.07 
Goal aspiration 
Standardized B 
0.16 
0.17 
0.19 
P 
0.39** 
0.38** 
0.35** 
F-Value 
12.62** 
13.54** 
p<.01 p<.05 
Table 35 shows that out of the five mechanisms of organisational learning, 
Experimentation ( p =0.38, p< .01 ), Competency ( p = 0.35, p< .01 ) has 
emerged as significant predictors of Goal aspiration after attending the training 
programme. These two variables together accounts for 22 % of variance in Goal 
aspiration. 
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Table 36 
Stepwise regression between OL mechanisms and team 
steps 
Predictors 
Step 1 
OL-Experimentation 
R^  = 0.21 
Step 2 
OL-Experimentation 
OL-Mutuality 
AR^=0.09 
Team Building 
Standardized B 
0.21 
0.20 
0.19 
P 
0.46** 
0.44** 
0.32* 
building (N=78) 
F-Value 
9.78** 
8.43** 
•* p<.01 * p<.05 
Table 36 shows that out of the five mechanisms of organisational learning, 
Experimentation ( p =0.44,/?< .01 ), Mutuality ( p = 0.32,/?< .05 ) has emerged 
as significant predictors of Goal aspiration after attending the training programme. 
These two variables together accounts for 30 % of variance in Team building. 
d) Stepwise regression between organisational learning mechanisms and 
factors of transfer of training on the job (Supervisor's perception) 
Table 37 
Stepwise regression between OL mechanisms and performance enhancement 
Steps 
Predictors 
Step 1 
OL-Experimentation 
R^  = 0.18 
Step 2 
OL-Experimentation 
OL-Competency 
AR^ = 0.08 
Performance Enhancement 
Standardized B 
0.23 
0.21 
0.34 
P 
0.43** 
0.42** 
0.37** 
F-Value 
19.21** 
12.84** 
*• p<.01 
Table 37 shows that out of the five mechanisms of organisational learning. 
Experimentation ( p =0.42, p< .01 ), Competency ( p = 0.37, p< .01 ) has 
emerged as significant predictors of Performance Enhancement after attending 
the training programme. These two variables together accounts for 26 % of 
variance in Performance Enhancement. 
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Table 38 
Steps 
Predictors 
Step 1 
Experimentation 
R^  = 0.09 
Step 2 
OL-Experimentation 
OL-Planning 
A R ^ = 0.06 
Standardized B 
0.15 
0.16 
0.19 
Decision Making 
P 
0.29** 
0.28** 
0.30** 
F-Value 
11.91** 
10.47** 
** p<.OI 
Table 38 shows that out of the five mechanisms of organisational learning, 
Experimentation ( P =0.28, p< .01 ), Planning( P = 0.30,/?< .01 ) has emerged as 
significant predictors of Goal aspiration after attending the training programme. 
These two variables together accounts for 15 % of variance in Decision Making. 
Table 39 
Stepwise regression between OL mechanisms and self confidence 
Steps 
Predictors 
Step 1 
OL-Experimentation 
R^  = 0.12 
Step 2 
OL-Experimentation 
OL-Temporary Systems 
A R ^ = 0.06 
Step 3 
OL-Experimentation 
OL-Temporary Systems 
OL-Competency 
A R 2 = 0.04 
Standardized B 
0.13 
0.14 
0.19 
0.14 
0.18 
0.20 
Self Confidence 
P 
0.35** 
0.34** 
0.29** 
0.35** 
0.31** 
0.21* 
F-Value 
19.62** 
16.95** 
13.35** 
p<.01, p<.05 
Table 39 shows that out of the five mechanisms of organisational learning, 
Experimentation ( P =0.35, p< .01 j,Temporary system( P =0.31, p< .01 ) , 
competency( p =0.21, p< .05 ) has emerged as significant predictors of self 
confidence after attending the training programme. These three variables together 
accoimts for 22 % of variance in self confidence. 
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Table 40 
Stepwise regression between OL mechanisms and goal aspiration 
Steps 
Predictors 
Step 1 
OL-Planning 
A R ^ = 0.I6 
Step 2 
OL-Planning 
OL-Competency 
AR^ = 0.07 
Standardized B 
0.17 
0.18 
0.20 
Goal Aspiration 
P 
0.41** 
0.40** 
0.35** 
F-Value 
13.61** 
12.48** 
** p<.01 
Table 40 shows that out of the five mechanisms of organisational learning, 
Planning ( |3 =0.40, p< .01 ), Competency ( p = 0.35, p< .01 ) has emerged as 
significant predictors of Goal aspiration after attending the training programme. 
These two variables together accounts for 23 % of variance in Goal aspiration. 
Table 41 
Stepwise regression between OL mechanisms and open mindedness 
Steps 
Predictors 
Step 1 
OL-Experimentation 
R^  = 0.12 
Standardized B 
0.15 
Open Mindedness 
P 
0.34** 
F-Value 
12.16** 
•* p<.01 
Table 41 shows that out of the five mechanisms of organisational learning, 
Experimentation ( p =0.34,/>< .01) has emerged as significant predictors of Open 
Mindedness after attending the training programme. It accounts for 12 % of 
variance in Open Mindedness. 
Table 42 
Stepwise regression between OL mechanisms and team building 
Steps 
Predictors 
Stepl 
OL-Mutuality 
R^=0.16 
Step 2 
OL-Mutuality 
OL-Temporary systems 
AR^ = 0.08 
Team Building 
Standardized B 
0.27 
0.28 
0.17 
P 
0.42** 
0.43** 
0.32** 
F-Value 
13.82** 
14.19** 
p<.01 
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Table 42 shows that out of the five mechanisms of organisational learning, 
Mutuality (p =0.42,;7< .01), Temporary systems (P = 032, p< .01) has emerged 
as significant predictors of Team Building after attending the training programme. 
These two variables together accounts for 24 % of variance in Team Building. 
5.11 Summary of findings 
Table 43 
SI. 
No 
1 
2 
3 
4 
5 
6 
7 
8 
9 
Summary of findings 
Hypothesis 
HI: Training will lead to significant increase in the knowledge of trainees. 
H2: Organisational learning increases the learning of individual from a 
training programme 
H3:Leaming of Trainees in the training programme is directly proportional 
to Design of Training. 
H4: Learning of Trainees in the training programme is directly proportional 
to Trainer's Effectiveness. 
H5:Job satisfaction enhances the learning of trainees in the training 
programme. 
H6:Trainees with higher Internal Locus of control will learn more in the 
training programme. 
H7:Trainees with higher External Locus of control will learn more in the 
training programme. 
H8: Transfer of Training by experimental group is significantly higher than 
that of control group. 
H9: Organisational learning enhances the transfer of training on the job. 
Findings 
Supported 
Supported 
Supported 
Supported 
Not 
Supported 
Supported 
Not 
Supported 
Supported 
Supported 
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Chapter VI 
Conclusions 
CHAPTER VI 
CONCLUSIONS 
6.1 Conclusions 
In today's highly global competitive scenario, it's more important for 
organisations to train their staff on best practices, regulatory requirements, and 
professional development. After all, strong training is fimdamental for key 
operational goals, such as increase in competitive advantage, ensure compliance 
with laws and regulations, maximizing operational efficiencies, reinforcement of 
a customer-centric organization. 
Training has become a necessity for organisations in order to employ and develop 
competent and efficient manpower. The challenge is not just in terms of updating 
technologies, but also in terms of maintaining existing workforce motivated and 
challenged all the time. Organizations need to have highly flexible and dynamic 
teams of enthusiastic, motivated, and creative people. In order to have all this, 
there is a need to lay emphasis on employee training. 
Organisation needs a systematic approach towards Training and development. 
Effective training can become a tool for organisational transformation. However, 
training for the sake of training, an approach that focuses on organisational 
development is not aligned with today's business realities. Organisations are 
investing lot of resources in training activities. Therefore, there is a need to 
evaluate the training programme and its effectiveness. Otherwise, the whole 
process of training will only become a ritual. 
In most organisations, training is typically evaluated using reaction of the trainees. 
The participants are asked about quality of the training programme, content and 
the trainer. Organisations should evaluate their programmes using data that show 
the amount of learning and transfer that takes place once the person returns to 
their job. The importance of evaluation for training effectiveness requires its 
inclusion as part of the training programme and not something to be thought of at 
the end of training. There has been lot of arguments over the purpose of 
evaluation and the methods of evaluating. For some companies, training is a 
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luxury that is provided as a reward for good performance, or simply something to 
be given to every employee. The organizations argue that training isn't expected 
to accomplish anything, so there is nothing to evaluate. 
The counterargument is that even in cases where training is a reward or mandated, 
it is designed with some goal or objectives in mind. Once this goal or objective is 
identified, the objectives of training can be measured. Evaluation is simply 
measuring the degree to which objectives are achieved. 
For any programme to be successful, there are various organisational and 
individual factors which needs to be addressed. Merely sending an individual to a 
training programme will not ensure the he/she will be benefited with the training 
and will transfer the training on the job. Organisational culture, support from the 
supervisors & peer, quality of training design and effectiveness of trainer play 
important role in the learning of trainees. Right kind of organisational 
intervention will facilitate the trainee in transfer of their learning on the job. 
Apart from organisational factors, individual factors i.e. Self efficacy. Locus of 
Control, Job involvement, job satisfaction etc also affect outcome of the training. 
The extensive literature review suggest that there are very few empirical studies 
on Training evaluation covering the role of organizational and individual factors 
in training effectiveness in Government Training institutions. This study attempts 
to fill this gap by analysing the influence of the organizational and individual 
determinants on training transfer. It is difficult to suggest any generic prescription 
for enhancing the effectiveness of training. However, the finding indicates that 
training design, trainer's effectiveness, organisational learning, and locus of 
control is significantly related to transfer of training over time. This study reveals 
the role of training design, trainer's effectiveness, organisational learning, and 
locus of control for enhancing training transfer to the workplace. Some of the 
results of this study thereby reinforce the increasing awareness of the need to 
understand training effectiveness more broadly. In order to remain competitive in 
the global business environment, companies must pay attention to transferring 
learning from the training context to the work context (Cascio, 2000; Dowling 
and Welch, 2005). 
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This suggests that it is important that training researchers and practitioners 
examine all these aspects of the training process when conducting research on 
transfer of training. The findings of the study are given below: 
(a) Findings fi"om the reaction of the trainees at the end of the training 
points out that most of the objectives of the training programme are 
related to their individual objective. The closest training objective 
compared to individual objective was to understand self and others to 
improve personal and interpersonal effectiveness. The finding also shows 
that the objectives of the training programme were partially realised. 
Objectives regarding learning Right to information, basic computer skill, 
and office procedure were rated completely realised by majority of 
trainees. As far as responses on the presentation in sessions are concerned, 
on an average all the subjects were rated very good in content, Relevance 
«& applicability along with clarity of exposition. 
(b) The study indicates that trainees with higher internal locus of 
control learns more in the training programme compared to trainees with 
higher external locus of control .Locus of control affects the trainability of 
individual. Internals are more likely to believe that performance is 
contingent on their personal effort than externals. The results of this 
study suggest that Internals may exert greater effort toward collecting 
relevant knowledge and skills in a training situation than externals 
because they believe mastering the program content is under their 
personal control. The results raise certain behavioural issues, which needs 
to be addressed by organisation by incorporating some changes in the 
design of the training. 
The training programme on general management must include sessions on 
soft skills to motivate them and make them realise about their innate 
potential. This needs redesigning of the training programme. A positive 
reinforcement from the organisation and trainer's supervisor can act as an 
image boaster for the trainees, which in turn will improve the trainability 
of the individual. The findings are all the more important for 
organisations and society at large. Education system should be such that 
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entails self belief in individual. To make an individual more productive, 
his doubts over self image needs to be addressed. Apart from enhancing 
self esteem and self efficacy, sense of pride, commitment, needs to be 
inculcated in individuals through various interventions at organisational 
and societal level. The finding of the study reveals that it is useful to 
provide training in functional areas to those individuals who have high 
internal locus of control. Whereas as the individual with higher external 
locus of control should be first trained in the behavioural areas to enhance 
their self image, confidence and inculcate faith in them. Otherwise, the 
whole exercise of training will be a wastefiil expenditure. Study also 
suggests that organisations, supervisors have to play a positive role to 
enhance the self esteem of the executive for improving his internal locus 
of control. The changed behaviour of the executive will encourage him to 
perform his duties more purposefully. 
(c) Study reveals that there is positive correlation between trainer's 
effectiveness and learning of trainees. Trainer has to play an active part in 
designing, planning, execution, and evaluation of training. The trainer 
should demonstrate professionalism. He should have effective 
communication, facilitation skill and should ensure trainee involvement & 
participation. Thus, it can be said that the trainer's personality and 
behaviour do influence participant's learning. Trainers have to find out 
how training can help participants learn better and translate them to 
improve their performance. They need to explore what actually works 
and what learners want and construct a guiding framework around that. 
Trainers successfully assist learners to perform appropriate behaviour. 
The attributes that are most important in a good trainer are technical skill 
and human relations skill. 
On carrying out stepwise regression between trainer's effectiveness and 
learning of trainees from a training programme, Out of the 4 variables of 
Trainer's effectiveness; knowledge and skill has emerged as significant 
predictors of learning. These two variables together accounts for 39% of 
variance in learning. A professional trainer must also display strong 
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interpersonal skill. Some of them, which are important, are patience, 
interest, sociability, willingness to learn, helpful and positive attitude. 
What needs to be explored are the type and range of trainer interventions, 
the timing of interventions, and how different trainer's style influences the 
participants and their learning. Serious consideration must be given to 
full-scale understanding of trainers' influence on participant behaviour. 
The trainer must be open to continuous and thoughtful analysis by the 
training group of such matters as the effectiveness of his/her own role, the 
value of the activities he/she has helped to plan, and trouble spots in the 
activities that need to be reduced or eliminated through new planning. 
Without such session-by-session evaluation, even the best of trainers will 
do a poor job. 
There's nothing more discouraging than watching a trainer try to figure 
out how to do the very task he's supposed to be teaching right in the 
middle of a training session. This is a real problem in Indian 
organisations where training managers are not selected on the basis of 
capability, but a lack of it. It is not unusual to find some useless managers 
dumped as training managers. A pool of trainers should be developed 
amongst the bright executives of the organisation. Therefore the 
organisations should take utmost care in choosing right kind of trainer and 
should also focus on training of trainer's. 
(d) Research findings indicate that design of training and learning 
from training are positively correlated. It means that learning amongst the 
trainees will be more if the design of training is appropriate. Designing a 
training programme is a specialized task. It involves the study of the 
background of participants, the nature of academic input as per the 
organisational requirement, adopting relevant training method/material, 
engaging effective faculty, drawing training objectives, deciding about 
duration, etc. If the training design is not as per organisation and 
individual requirement, then the training will be ineffective. 
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Trainee, their supervisors and organisation should be consuhed before 
framing of the objectives. The application of appropriate training design 
and delivery methods can help maximize the benefits of training. In terms 
of design, research suggests that the benefits of training are enhanced by 
applying theory-based learning principles such as encouraging trainees to 
organize the training content, making sure trainees expend effort in the 
acquisition of new skills, and providing trainees with an opportunity to 
make errors together with explicit instructions to encourage them to learn 
from these errors. 
Clearly defining the objectives of the training programme is vital step in 
the entire gamut of training activities. Well drafted objectives set the pace 
and direction of the learning. Trainees learn most when they find the 
content and pace of training as per their intellect and requirement, 
therefore they should be included in deciding about the content of the 
training programme. The training programme should not be overloaded 
with irrelevant information to the participants. Such overloading results 
into participants backing out from the learning process. The content of 
training should be relevant to the job, from simple to complex, logical 
sequence, related to the stated objectives, cover contemporary issues and 
most importantly as per the understanding level of the trainees. 
Utmost care should be taken to decide the methodology for learning. The 
methods used for training should be simple to make learning easy. 
Keeping in view the essence of Andro-gogy, the discussion, role plays, 
case study methods should used at appropriate stage along with the lecture. 
Reinforcements like quizzes, feedback and group/individual presentation 
help in the process of learning in a training programme. Training will be 
fruitfiil if proper training need analysis has been carried prior to the 
designing of the course. Training need analysis mil point out the 
performance gap and relevant training intervention. Proper usage of 
technology helps the process of training effectiveness. Appropriate 
training aid and handouts should be used by the trainers. 
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From the perspective of training institute and the trainer, it is essential to 
give them right kind of exposure of designing the training programme. 
The facuhies of the institutes should be sent to faculty development 
programme conducted by reputed management institutions. 
On carrying step-wise regression analysis between design of training and 
learning from training programme, out of the eight variables of Design of 
training; content, objective and method has emerged as significant 
predictors of learning. These three variables together accoimts for 31 % of 
variance in learning. 
The finding of the research reiterates the conceptual frame work drawn by 
Gordon, Morgon, Ponticell(1995) that Training professional should 
consider the following nine principles in developing training programs for 
their employees : 
(i) Identify the types of individual learning strengths and 
problems and tailor the training aroimd them. 
(ii) Align learning objectives to organizational goals. 
(iii) Clearly define program goals and objectives at the start. 
(iv) Actively engage the trainee, thus maximizing attention, 
expectations, and memory. 
(v) Use a systematic, logically connected sequencing of 
learning activities so that trainees master lower levels of learning 
before moving to higher levels. 
(vi) Use a variety of training methods. 
(vii) Use realistic job- or life-relevant training material. 
(viii) Allow trainees to work together and share experiences. 
(ix) Provide constant feedback and reinforcement while 
encouraging self-assessment 
(e) There has been a significant improvement in the knowledge scores 
of experimental group compared to the control group. It reflects that 
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training has a positive impact on the learning of an individual. In a similar 
study Sengupta (1999), found significant improvement in teaching skills 
of experimental group of 14 trainee teachers, when compared with control 
group of 14 trainee teachers. Pattanayak (1998) in his study on training 
effectiveness, comprising 1200 employees, concluded that while training 
programs are successful to help employees understand their job 
requirements and responsibilities and effective in developing 
interpersonal skills. 
It is observed that Organisations must pay attention to training and 
development of its employees to enhance their knowledge and skill. 
Training intervention will rectify the performance problem and will also 
improve the efficiency of the employees. The concept of training must, 
therefore, be placed firmly on a strategic level. Garavan (1991) states that 
training must become a mainstream function and an integral part of any 
organization's strategic direction. Bo wen (1994) suggests that human 
resource development strategies must be intrinsically linked to overall 
business strategy. The overall goal of training is to improve individual 
and organizational performance. 
According to McNamara (1999), the benefits that are likely to result from 
well-planned and well-executed training programs are: 
(i) Lower supervisory burden 
(ii) Faster learning 
(iii)Low wastage and spoilage 
(iv) Improved motivation and employees moral 
(v) Manpower obsolescence reduction 
(vi) Quality improvement 
(vii) Improved work efficiency and effectiveness 
(viii) Increased innovation in strategies and products 
(ix) Reduced employee turnover and better risk management. 
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Keeping in view the results of the present study and nximerous 
other studies on the relevance of training, every organization should train 
and develop all its employees irrespective of their qualifications, skills 
and suitability for the jobs. Training is something that is given not once 
to new employees but is to be given on a regular basis. 
Training and development help employees to improve their job 
knowledge and enable them to remain up-to-date. They can handle job 
operations with relative ease and comfort. They can work more 
competently, meet the deadlines, achieve the targets and show 
performance as they know the most effective and efficient ways of 
performing jobs. Further, the increasingly complex nature of modem jobs 
demands systematic training to make possible even minimum levels of 
accomplishment. 
Training and development also enable employees to perform their jobs 
with limited supervision and control. As a matter of fact, subordinate 
employees in almost all the organizations want less supervision and 
greater independence, which is not possible, unless they are adequately 
trained. Besides this, organizations can sustain their effectiveness, despite 
the loss of personnel only through the creation of a reservoir of highly 
developed employees. Above all, flexibility, the ability to adjust to short-
run variations in the volume of work, requires personnel with multiple 
skills to permit their transfer to jobs where the demand is the highest. 
(f) Job satisfaction is a job attitude that expresses the individual's 
satisfaction from whatever he is assigned to perform in his organisation. 
Literature suggests that job satisfaction affects the trainability of an 
individual. Individuals who are highly satisfied with their occupation are 
more likely to learn and to transfer the training on the job. It was quite 
inquisitive to study the relationship between job satisfaction and learning 
from a training programme in government organisation. The findings of 
the study reveal that there is no relationship between Job satisfaction & 
learning from training programme. 
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Government employees have high job security due to its 
permanency. Therefore, job satisfaction may have been a hygiene factor 
rather than a motivating factor. Organisations where training is 
mandatory before getting next promotion, the trainees will be motivated 
to learn from the training. In the present study, training was not linked 
with career progression; therefore, the results may not have shown any 
relationship between job satisfaction and learning. The outcome of the 
study is that learning from training is not dependent on job satisfaction. 
Perhaps if organisation thinks about job enlargement, giving challenging 
assignments, job enrichment before sending an individual to a training 
programme it may have a different impact in the trainability of an 
individual. 
Maier (1973) had also indicated that, Even if trainees possess the 
prerequisite skills needed to learn the training program content, 
performance will be poor if motivation is low or absent. In the present 
study, job satisfaction may not have been a motivation factor for the 
Government executives. It implies that it is not necessary that an 
executive having high job satisfaction will learn more in a training 
programme. There are many other factors responsible for his/her 
motivation to learn in Training which needs to be explored by empirical 
research. 
(g) Organisational learning is a process by which organisations 
acquire knowledge and shares amongst the employees, encourages 
experimentation, and believes in learning in teams. This inbuilt capacity 
of the organisation helps to maintain or improve productivity. In the 
present study effort was made to observe the impact of organisational 
learning on learning of trainees in a training programme. The findings of 
the study shows that there is a positive relation between organisational 
learning and learning of individual. Learning organisation believes in 
experimentation, innovation, sharing vision, building team, systematic 
thinking, competency building. It stimulates learning of individual 
employee. 
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Executives detailed from such organisation will be highly 
motivated to seriously leam from a training programme. Employees 
coming from organisation which values the innate principles of 
organisational learning will be enthusiastic in learning from a training 
programme. Stepwise regression analysis between organisational learning 
and learning of individual from training programme points out that out of 
the five mechanisms of organisational learning, experimentation, plarming, 
competency has emerged as significant predictors of learning. These three 
variables together accounts for 39% of variance in learning. The 
organisations striving to improve effectiveness of training should imbibe a 
culture of learning. They should encourage the process of organisational 
learning for enhancing the quality of human resource. 
(h) The findings of the study reveal that organisational learning have a 
positive correlation with transfer of training. It shows that organisations 
believing in learning culture i.e. emphasising on creativity, innovations, 
experimentation and sharing learning will provide an ideal atmosphere for 
transfer of training. 
Training cannot be taken in isolation. It should be well integrated with all 
other Systems placed in the organisations. Such organisations share the 
vision of the company with all the employees. The study points out that 
organisations who strive to build a culture of learning in teams, plarming 
properly, providing mutual support to each other and implanting 
necessary competencies for getting the work done effectively will provide 
an ideal atmosphere to trainees to fransfer the training on the job. 
Therefore, organisation should promote a system where an employee 
coming from the training, share his/her knowledge with others through 
presentation. Thereafter, in consultation with his Supervisor and 
subordinates, make an action plan for the transfer of learning on the job. 
The transfer of training will ultimately enhance the effectiveness of the 
organisation. 
As a part of the study. Stepwise regression analysis was done between 
factors of organisational learning and factors of transfer of training, i.e. 
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performance enhancement, decision making, self confidence, open 
mindedness, goal aspiration and team building. As per perception of 
trainees; experimentation and temporary systems has emerged as 
significant predictors of performance enhancement. These two variables 
together accoimts for 25% of variance in performance enhancement. 
Experimentation, planning and competency has emerged as significant 
predictors of decision making. These three variables together accounts 
for 30% of variance in decision making. 
Experimentation, temporary system and competency has emerged as 
significant predictors of Self Confidence. These three variables together 
accounts for 25 % of variance in self confidence. Plaiming and temporary 
system has emerged as significant predictors of open mindedness. These 
two variables together accoimts for 25 % of variance in open mindedness. 
Experimentation and competency has emerged as significant predictors of 
goal aspiration. These two variables together accounts for 22 % of 
variance in goal aspiration. Experimentation and mutuality has emerged 
as significant predictors of team building. These two variables together 
accounts for 30 % of variance in team building. 
According to the perception of supervisors, stepwise regression analysis 
shows that, experimentation and competency has emerged as significant 
predictors of performance enhancement. These two variables together 
accounts for 26 % of variance in performance enhancement. 
Experimentation and planning has emerged as significant predictors of 
decision making. These two variables together accounts for 15 % of 
variance in decision making. 
Experimentation ,temporary system and competency has emerged as 
significant predictors of self confidence. These three variables together 
accounts for 22 % of variance in self confidence. Planning and 
competency has emerged as significant predictors of goal aspiration. 
These two variables together accounts for 23 % of variance in Goal 
aspiration. Experimentation has emerged as significant predictors of open 
mindedness. It accounts for 12 % of variance in open mindedness. 
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Mutuality and temporary systems has emerged as significant predictors of 
team building. These two variables together accounts for 24 % of variance 
in team building. 
Findings generated from this study advocates that support provided by 
supervisors, organisational/management support play an important role in 
transfer of training. Organizations should create culture that 
acknowledge and embrace intellectual advancement and promote the 
development of new and better ways of working. It will provide the 
support for any training program in the effort to facilitate transfer of 
training. Organizations should foster an environment of continuous 
learning in order to facilitate the successful transfer of training to the job. 
(i) Training and development help employees to improve their 
efficiency and enable them to remain up-to-date. They can handle job 
operations with relative ease and comfort. They can work more 
competently, meet the deadlines, achieve the targets and show 
performance as they know the most effective and efficient ways of 
performing jobs. Transfer of training is significantly more in the case of 
experimental group compared to the control group which implies that the 
impact of training is positive. The training of executives have raised their 
effectiveness in the form of enhanced performance, better decision 
making, open mindedness, self confidence, goal aspiration and team 
building. In similar studies by Ravi (2003), Lahiry (2005), Haque (2007), 
it was observed that training leads to improvement in knowledge skill & 
Attitude which in turn contributes to organisational effectiveness. 
Organisations must pay attention on training and development of its 
employees to enhance their knowledge, skill and attitude. Training 
intervention will rectify the performance problem and improve the 
efficiency of the employees. The concept of training must, therefore, be 
placed firmly on a strategic level. 
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6.2 Future Research on Training Effectiveness 
As suggested by the result of the present study, organisational learning, 
design of training, trainer's effectiveness & locus of control of individual affect 
the effectiveness of training. Transfer of Training is an important issue. It is not 
only a core element of training research but also provides a field for cross 
fertilisation of inter disciplinary research endeavours. As such, more resoiu-ces 
and efforts are needed for a cross-discipline understanding of transfer of training. 
There are quite a few issues and areas that need to be investigated for developing 
the area of Training and Development. The benefits of training may have a 
cascading effect such that individual-level benefits (e.g., individual performance) 
affect team-level benefits (i.e., team performance), which in turn affect 
organizational (i.e., profitability) and societal (i.e., human capital) outcomes. 
However, future research is needed to understand the factors that facilitate a 
smooth cross-level transfer of benefits.Future research should validate the utility 
of various transfer practices in organizations to provide a closer connection 
between practice and research. Following further studies needs to be undertaken 
in the area of training effectiveness. 
(a) The present study should be extended to different training 
programme and different level of participation. Cross sectional study will 
help theorising the subject. 
(b) Individual factors like job involvement, self efficacy, achievement 
striving, readiness to learn needs to be studied empirically in future. 
(c) As a follow up to training after six months, observation of peer 
group should also be obtained to gauge another dimension of transfer of 
training. 
(d) The literature claims the training motivation and situational 
variables (e.g. supervisor support, organisational climate) are very 
important in explaining training transfer. The issue needs to be addressed 
with empirical evidence. 
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(e) Impact of relapse prevention strategies can be studied on training 
effectiveness. 
(f) Study needs to be done for assessing the impact of different cycle 
time for evaluating the effectiveness of training. 
(g) To understand the training philosophy of public and private 
sector ,a comparative study needs to done on Training practices followed 
by public and private sector companies, 
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Annexure I 
Pre-Training Questionnaire 
(Participant) 
This questionnaire is to be filled in by the participant of the programme. 
Name Designation 
Organisation 
1. The brochure listed the following objectives for the Course Executive 
Development Programme. 
(a) Providing an opportunity to understand self and others to improve 
personal and interpersonal effectiveness. 
(b) Developing better understanding on Financial Management and 
Budgeting in Defence. 
(c) Understanding the various facets of Right to Information Act. 
(d) Improving the basic computer skills in MS Word & Power Point. 
(e) Develop better understanding on office Procedures, Parliamentary 
Procedure. 
(f) Provide an opportunity to enhance presentation skills. 
2. Have you discussed the training objectives with your Supervisor in relation to 
the needs of your Organisation? 
Yes No 
( ) ( ) 
3. Do the objectives stated in the brochure: 
(a) Meet your individual needs for your work and professional development. 
Yes Partial No 
( ) ( ) ( ) 
(b) Meet your organisational needs and objectives. 
Yes Partial No 
( ) ( ) ( ) 
4. What do you think to be your objectives and expectations from this course in 
terms of 
(a) Your individual needs 
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(b) Your organizational needs 
5. Who was involved in decision to select you for this course? Please tick the 
appropriate column. 
i. Top management as a group 
ii. Initiative taken exclusively by you 
iii. Decision left exclusively to the training department 
iv. Set policy for the organisation as a whole 
V. Any others, please specify 
6. Given below are some possible reasons for selecting you for this course. Please 
tick those which you think are applicable. 
i. General policy of the company/its training department to train executives 
and it was my turn now. ( ) 
ii. Sent by the company as preparation for taking up higher responsibilities. 
( ) 
iii. Sent by the company to promote me after training. ( ) 
iv. The Organisaiton's experience about this training institution (ASCI) as a 
source of improving the executive. ( ) 
V. My professional experience gives me priority. ( ) 
vi. By virtue ofmy seniority I need to be trained before promotion. ( ) 
vii. I aim at solving some specific problems through training. ( ) 
viii. I personally took the initiative as preparation for taking up higher 
responsibilities ( ) 
ix. Combination of company and personal initiative for purposes of 
improvement. ( ) 
X. Just to take a break from hectic routine office life. ( ) 
7. Through this training do you aim at solving any specific problems confronted by 
you in your job fimctions? 
Yes No 
( ) ( ) 
Signature 
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Annexure II 
Pre-Training Questionnaire 
(Sent to Trainee's Supervisor) 
This questionnaire is to be filled in by a Senior Executive of the Sponsoring organisation 
preferably immediate Supervisor of the nominee. 
Name of the Nominee attending 
Programme: 
Organisation : 
In our Endeavour to improve training effectiveness, we request you, to discuss the 
training objectives with the nominee in the context of your organizational needs. 
Subsequent to the discussion, please fill in this questionnaire. 
1. The brochure listed the following objectives for the Course on Executive 
Development Programme. 
(a) Providing an opportunity to understand self and others to improve 
personal and interpersonal effectiveness. 
(b) Developing better understanding on Financial Management and 
Budgeting in Defence. 
(c) Understanding the various facets of Right to Information Act. 
(d) Improving the basic computer skills in MS Word & Power Point. 
(e) Develop better understanding on office Procedures, Parliamentary 
Procedure. 
(f) Provide an opportunity to enhance presentation skills. 
Have you discussed the training objectives with your nominee, in the context of your 
organizational needs? Yes ( ) No ( ) 
2. What are your objectives and expectations in nominating this applicant for the 
Personnel Management course in relation to the: 
(a) Organisational needs: 
(b) The needs of the nominee: 
3. Do the programme objectives meets the needs of 
(a) Your nominee Yes ( ) Partial ( ) No ( ) 
(b) Your organisation Yes ( ) Partial ( ) No ( ) 
4. Who was involved in the decision to select the nominee for this programme. Please 
tick the appropriate column. 
a. Top management as a group ( ) 
b. Your exclusive decision... ... ... ... ( ) 
c. Decision left exclusively to the training department ( ) 
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d. Set policy for the organisaiton as a whole ... ( ) 
e. Initiative taken by the participant himself ... ( ) 
f. Any other, please specify 
5. Given below are some possible reasons for selecting the executie for this programme. 
Please tick those which were applicable while your nominee was being selected for this 
programme. 
a. General policy of the company/its training department to train 
executives and it was his turn now. 
b. Sent by company as preparation for taking up higher 
responsibilities. 
c. Sent for improvement in certain specific areas of weakness 
d. Sent by the company to promote him after training. 
e. You personal experience about this training institution (ASCI) as 
a source of improving the executive. 
f. His professional experience gives him priority. 
g. By virtue of his seniority he needs to be trained before 
promotion. 
h. The organisaiton aims at solving some specific problems through 
training. 
i. The nominee personally took the initiative as for improving in 
specific areas. 
j . The nominee personally took the initiative as preparation for 
taking up higher responsibilities. 
k. Combination of company and personal initiative for the purpose 
of improvement. 
1. Selected because the programme objectives suit the job needs of 
this particular nominee most. 
m. Any other reason (please specify) 
Name : 
Signature 
Designation 
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Annexure III 
PRE TEST QUESTIONNAIRE 
Name 
Age 
Part-I 
(Computer) 
Please tick V for true statement in D block. 
1. Which of the following is not an Operating System? 
a. 
b. 
c. 
d. 
MS DOS 
MS Office 
MS Windows 
Unix 
D 
D 
D 
n 
Which of the following is not true? 
a. Press to Ctrl+Esc keys to invoke Start button on taskbar • 
b. My Computer, My Documents, Recycle Bin are examples of D 
system folder 
c. Desktop represents first screen as folder after loading MS • 
Windows. 
d. Shortcut ofa file can hold the data of the file • 
3. Which of the following statement is true? 
a. Header and Footer is associated with View Menu D 
b. Page Setup command is associated with in Edit Menu • 
c. Tabs command to Tabs dialog box is associated with Insert • 
Menu 
d. Print Preview is associated with View Menu • 
4. Which of the following keyboard shortcut command is not true? 
a. Ctrl+A to select whole document • 
b. Ctrl+B can unbold the text • 
c. Ctrl+Cto paste the text • 
d. Ctrl+2 to set double line space in paragraph Q 
5. Which one of the tab-set is not possible? 
a. Left tab • 
b. Horizontal Tab • 
c. Decimal Tab • 
d. Centre Tab D 
6. Which of the following statement is not true for mail merge? 
a. Mail merge has two documents Main Document and Data File • 
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b. Excel file can be used as Data File D 
c. Variable can be repeated any number of time in Main Document • 
d. Bold text in Data file does not required to be bold in Main D 
Document 
7. Which of the following is true? 
a. A file can have maximum 50 number of slides D 
b. To view show, the order of the slides can be changed without • 
changing their physical order 
c. Ctrl+M to open new power point file • 
d. A number of slides cannot be printed on a single page as • 
handouts 
8. Which of the following command is not true? 
a. Slide Show is the only unique Menu in Power Point and MS • 
Word 
b. A separate sound can be attached to each slide D 
c. Different background cannot be set for each slide • 
d. Text box can be created from Drawing Toolbar • 
Right to Information Act 
9. In which of the following cases, the Appellate Officer can receive an 
appeal 
a. Where PIO has failed to provide the information in the stipulated 
period 
b. Where the applicant believes the rejection by PIO is unjustifiable 
c. Where the PIO has refused to accept the application 
d. Where the APIO has refused to forward the applications to the PIO 
or appeals to Appellate Officer 
i. (a) and (b) D 
ii. (c)and(d) D 
iii. (a), (b) and (c) • 
iv. All of the above CI 
10. If the information requested relates to the work of several public 
a. reject the application • 
b. give partial information • 
c. forward copies of application to the concerned PIOs. • 
d. give details of PIOs to the applicant to submit applicants to them • 
11. The role of a Public Authority is to 
a. Maintain all records duly catalogues and indexed 
b. Computerize records within a reasonable time 
c. Provocative disclosure of Information 
d. Designate PIOs/ APIOs /AOs 
i. (a) and (c) D 
ii. (b) and (d) D 
iii. (c) and (d) D 
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12. 
iv. All of the above D 
Which of the following are all the valid grounds for serving a refusal notice 
a. 
b. 
c. 
The information requested is covered by an exemption and does 
not have to be disclosed. 
The information is voluminous. 
The cost of providing such information results in unreasonable 
diversion of the authority's resources. 
(a) and (c) 
i. (b) and (c) 
ii. (a)and(b) 
v. None of the above 
D 
D 
D 
D 
13. If it is difficult to provide information in the requested format, can the PIO 
a. discuss the matter with the applicant • 
b. give detailed reasons in writing for not able to meet to the • 
request 
c. reject the request for information. • 
d. All the above • 
e. None D 
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Part-II 
Financial Management 
Please tick V mark for correct answer in the D block. 
1. Financial Management is managerial activity primarily connected with 
a) Maintaining the accounts of Receipts and Expenditure D 
b) Planning and controlling of scarce resources for the intended ID 
purpose 
c) Observanceof Financial Rules and Regulations • 
d) Identification of Project/Plan and its implementation D 
2. Goal of Financial Management is 
a) Strategy formulation for carrying out a Project/Plan • 
b) Timely completion of the intended Project/Plan • 
c) Maximization of service to the department/Orgn. • 
d) Maximization of service to the society • 
3. 'Value and Money' is said to have been achieved 
a) When the project/plan has been implemented • 
b) When the expenditure is within the allocated budget • 
c) When worth of benefits is greater than costs • 
d) When the valuation of the project is correctly estimated • 
4. Vote on Account is arranged to convert expenditure: 
a) For one month HI 
b) For two months D 
c) For six months Q 
d) For the whole year D 
5. Revenue Receipts: 
a) Do not create any reduction in assets of the Government • 
b) Causes reduction in assets of the Government • 
c) Creates liability to the Government • 
d) None • 
6. Which expenditure is not part of Charged Expenditure: 
a) Emoluments of the Head of the State. • 
b) Emoluments of Speaker • 
c) Emoluments of Ministers • 
d) Payments made to satisfy decrees of Court • 
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7. Criteria for Capital Expenditure: 
a) Valuation more than 10 Lakhs D 
b) Life of the item more than 7 years D 
c) Both (a) and (b) above D 
d) None D 
8. Zero based budgeting means: 
a) Overall Receipts and Expenditures should completely tally at D 
the end of the Financial Year 
b) Justification of each item ofexpenditure is made and thus no • 
base or minimum expenditure 
c) Estimation of Receipts and Expenditure made based on • 
previous year Receipts and Expenditure 
d) None • 
Record Management 
9. Public Records regulated by which of the following. 
a) Archival Policy Resolution 1972 • 
b) Public Records Act 1993 • 
c) Public Record Rules 1997 • 
d) All of these • 
e) None of these D 
10. Public Records are 
a) Tools of management D 
b) Memory of an Organisation • 
c) Source of information CH 
d) None of these O 
e) All of these • 
11. Retention Schedule for Public Records are contained in 
a) Manual of Office Procedure Q 
b) General Financial Rules • 
c) Retention Schedule of Dept of Personnel & Administrative • 
Reforms 
d) None of these • 
e) All of these • 
12. Public records are classified into 
a) A and B categories • 
b) A, B and C categories • 
c) A, B, C and D categories • 
d) None of these Categories • 
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13. C category Public records are retained for 
a) for a maximum period of 10 years from the date of opening D 
b) for a maximum period of 10 years from the date of closing D 
c) for a maximum period of 15 years from the date of closing D 
Emotional Intelligence 
14. Which is the best definition of EI? 
a) It is a capability m an individual which makes him emotional • 
b) It is an individual competence by which he exploits others • 
using emotions 
c) It is condition wherein all people meet with each other without • 
motive and are attached to emotions to achieve a common goal 
d) It is the ability of an individual to appropriately & successfully D 
respond to a vast variety of emotional stimuli being elicited from 
inner self & immediate environment... 
15. According to Modem view about emotions 
a) Emotions are barrier in decision making • 
b) Emotions make a man vulnerable • 
c) Emotions inhabit free flow of information. • 
d) Emotions speed up analysis and Builds Trust • 
16. Which of these statements about Emotional Intelligence is not true? 
a) Being emotional intelligent does not mean Submissive • 
Personality 
b) Females have greater emotional quotient than men • 
c) Emotional intelligence increases with growing age • 
d) Being highly EI does not mean being extra nice & polite • 
17. The emotional mind is also termed as 
a) Thalamus • 
b) Amygdale • 
c) Visual cortex • 
d) Neo cortex • 
18. The scholar who did exemplary work in emotional intelligence is 
a) James A.F. Stoner • 
b) D. Goleman • 
c) R.E Freeman • 
d) Hellriegel • 
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Presentation Skill 
19. Rapport can be made with the audience by 
a) talking about something which they need D 
b) being humorous D 
c) giving appropriate examples from the department D 
d) All of the above D 
20. Which is a false statement about presentation skill? 
a) Good speakers are always extrovert • 
b) Good speakers banks on hypnotizing the audience • 
c) Good speakers are bom, therefore is a Genetic trait • 
d) Good speakers believe in showing off their knowledge • 
e) All of the above • 
21. Confidence in giving presentation can be improved by 
a) Enhancing self image • 
b) Creating visualization D 
c) Anchoring • 
d) Self Hypnosis • 
e) All of the above D 
State true and false 
22. While concluding the presentation 
a) Introduce major new ideas towards the end 0 
b) Race to finish if you have prepared to much material • 
c) Briefly recapitulate D 
d) Fill in time if you have prepared too little • 
23. Before the presentation 
a) Be the last to arrive in a "grand entry" D 
b) Adopt an aloof posture D 
c) Greet participants as they arrive D 
d) Give handouts that will not be used during presentation • 
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Part-m 
Values 
1. Select the incorrect statement. 
a. Values are un-enduring set ofemotional or feeling level D 
disposition in a person which 
(i) underpin the choice of his/her goals and 
(ii) determine the kind of means used to achieve those 
goals 
b. Ethics are causes, values are the effect D 
c. It is ethicality when one entity intentional tries to gain at • 
the expense of another or just to cause lose to another 
without any gain, while the other entity is unaware of such 
intention or is powerless to defend itself against it 
d. Holistic excellence = Efficiency + Ethicality = Skill + • 
Human Values 
2. Value clarification needs to 
a. Developing sense of identity D 
b. Developing to work and life • 
c. Making life and work meaningful • 
d. Developing satisfaction from one's life • 
e. All of the above • 
From Question 3 to 5, state true or false 
3. Morality can be an individual set of commitment even when 
they are rejected by others, but one cannot be ethical alone, 
ethics brings other people for realization of the self 
True D 
False D 
4. Morality does not demand acquiescence from others the way 
ethics does. It is possible to be moral alone 
True D 
False D 
5. A value is value if it is chosen in compulsion, acted repeatedly 
and enhances personal growth. 
True D 
False D 
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Team Building 
6. Which of these is not true about team work? 
a. A group is two or more individual's who come into • 
personal and meaningful contact on a continuing basis 
b. Work team consist of small number of employees with • 
complementary skills, working for a same goal and 
accountable for performing tasks 
c. Team members are having negative synergy D 
d. Informal commimication plays a vital role in team • 
building 
7. Quality circle is a kind of 
a. Problem solving team • 
b. Functional team • 
c. Multi disciplinary team • 
d. Self managing team • 
8. Correct sequence of phases of team building is 
a. Adjourning, storming, norming, performing, forming • 
b. Forming, storming, norming, performing, adjourning • 
c. Forming, storming, adjourning, norming, performing • 
d. Storming, adjourning, forming, norming, performing D 
State whether Question 9 & 10 are true or false 
9. Working group encourages open handed discussion and active 
problem solving 
True D 
False D 
10. The concept of 9 leadership roles and teams was given by Peter 
Drucker. 
True D 
False n 
Change Management 
11. According to Kurt Lewin the sequence of change is known as 
a. Refreezing, moving, defreezing • 
b. Refreezing, moving, defreezing • 
c. Defreeezing, moving, refreezing • 
d. Moving, defreezing, refreezing • 
12. Organization changes are 
a. Radical reaction • 
b. Radical anticipatory • 
c. Incremental reaction Q 
d. All of the above HI 
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13. Which is not true for learning organization 
a. A learning organization has both the drive and D 
capabilities to improve its performance continuity 
b. When an organization's environment is complex and • 
dynamic, learning may require a lot of exploration and 
experimentation 
c. Leamingisdependentonly on the vision of the D 
organization 
d. Five distinct feature of learning organizations are; • 
shared leadership, culture of innovation, customer 
focused strategy, organic organization design, intensive 
use of information 
14. Which among the following is not true in the process of 
planning for organizational change? 
a. Assessing the environment • 
b. Determine the performance gap • 
c. Making plans to anticipate and reduce resistance • 
d. Finding the creative quotient or the organization • 
15. For change to be effective goals should be set before the 
change effort is started. If possible, the goals should be (i) 
Realistically attainable, (ii) Clarity of objective, (iii) 
Attainable, (iv) out of world & (v) Specific 
a. (i), (ii), (iii), (V) D 
b. (i), (ii), (iii), (iv) • 
c. (ii), (iii), (iv), (V) • 
d. (i), (iii), (iv), (V) • 
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Part IV 
Machinery of Government 
1. The executive power of the Union is vested in -
(a) President D 
(b) Parliament D 
(c) Lok-Sabha D 
(d) None of these • 
2. Which of the following statement is true in context of The 
Transaction Business Rule of Government of India? 
(a) It defines the authority, responsibility and obligations • 
of each department in the matter of transaction of 
business allotted to it. 
(b) Cases or classes of cases to be submitted to the • 
President, the Prime Minister, the Cabinet or its 
committees for prior approval 
(c) Both (a) and (b) • 
(d) None of the above D 
3. Which of the following statement is true in context of a 
'Department'? 
(a) A Department is responsible for formulation of • 
policies of the Government in relation to business 
allocated to it and also for the execution and review of 
those policies 
(b) Adepartmentisnormally headed by joint secretary to • 
the Govenmient of India 
(c) A department is divided into only Wings and • 
Divisions 
(d) A section is middle level organisation • 
4. Which receipts are required to be registered in the Section diary? 
(a) Communication from MPs • 
(b) Casual leave application • 
(c) Copies of misc. circulars, tour programmes, etc • 
(d) All of the above • 
Parliament Procedures 
5. Which of the following is not necessary before drafting 
answers of Parliament Questions? 
(a) Check whether the question pertains to your • 
Department 
(b) Answer each part ofthe question separately • 
(c) Examine the admissibility ofthe question • 
(d) When the original question is in Hindi, the answer can • 
be given in English also 
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6. Which of the following is NOT the fiinction of Public 
Account Committee? 
(a) Money disbursed was equally available for the service • 
for which they had been applied 
(b) Examines every aspect of Government's Tax D 
Administration 
(c) That the expenditure confirms to the authority that D 
governs it 
(d) Suggests alternate policies to bring about greater D 
efficiency and economy in administration 
7. Which of the following statement is true? 
(a) Short Notice Questions can be asked without prior D 
notice 
(b) Supplementary questions are allowed in Un-starred D 
questions 
(c) Starred questions can be asked during Question Hour D 
(d) Formal voting is allowed in Half and Hour Discussion • 
8. Which of these is not a Cut Motion to be moved to reduce the 
amount of demand -
(a) Disapproval of Policy Cut • 
(b) Economy Cut D 
(c) Token Cut • 
(d) Subsidiary Cut • 
9 Which of the following is not a Standing Committee? 
(a) General Committee D 
(b) Estimate Committee D 
(c) Finance Committee • 
(d) Legislative Committee til 
Etiquette & Protocol 
10. Which one of the following comes under Etiquette? 
(a) Respect D 
(b) Honesty • 
(c) Graciousness D 
(d) All of the above • 
11. Which one is the right seniority? 
(a) Captain, Commander, Lieutenant Commander, • 
Lieutenant 
(b) Commander, Lieutenant Commander, Captain, • 
Lieutenant 
(c) Captain, Lieutenant Commander, Commander, • 
Lieutenant 
(d) Commander, Lieutenant, Lieutenant Commander, • 
Captain 
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12. As a good Supervisor you should not 
(a) Make yourself available D 
(b) Praise job done D 
(c) Delay delivering bad news D 
(d) Fire gently D 
For Q.13 & Q.14 State True or False 
13 Formal dinners are occasions when maximum formality has to 
be observed in all activities. They are made in the nature of 
ceremonies than opportunities to satisfy your hunger. 
True • 
False D 
14 During dinning, if soup is served in wide English soup plates, 
the spoon must be placed perpendicular to yourself after 
finishes it but if it is served in a small Chinese bowl, the spoon 
should be placed on the saucer below the below. 
True • 
False D 
Communication 
15. Good communication-
(i) leads to personal effectiveness, 
(ii) helps to collaborate with everyone at the work place, 
(iii) increases listening ability. 
(iv) results into misunderstanding between sub-ordinate and 
Supervisor. 
(a) (i) and (ii) • 
(b) (i) and (iii) • 
(c) (i),(ii)and(iv) • 
(d) (i),(ii)and(iii) • 
16. The correct sequence in process of communication is -
(a) Sender - decoding - transmitting - encoding - • 
feedback - receiver 
(b) Sender - encoding - transmitting - receiver - • 
decoding - feedback 
(c) Sender - transmitting -encoding - decoding - • 
receiver -feedback 
(d) Sender - receiver - transmitting - decoding - • 
encoding - feedback 
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17. Which among the following relates to process of 
communication -
(a) Tacticils 
(b) Chronemics 
(c) Artifactics 
(d) Proxemics 
(e) All of the above 
D 
D 
D 
D 
D 
18. Which of the following is NOT a barrier to process of 
communication? 
(a) Pre-judgement/hasty evaluation D 
(b) Biological existence D 
(c) Ego centrism D 
(d) Physical distraction D 
Conduct Rules 
State true or false 
19. Govt, servant can use his/her position indirectly to secure 
employment for any member of family. 
True D 
False D 
20 Govt, servants can participant in the editing or management 
of any newspaper or periodical or electronic media with some 
conditions. 
True D 
False D 
21. Govt, servants carmot go on strike but can do demonstration. 
True D 
False D 
22. Govt, servant who receives oral direction shall seek written 
confirmation at the earliest and the officer who had issued 
the oral instructions is duty bound to give confirmation in 
writing. 
True D 
False D 
23. The children/step-children whose custody has been legally 
deprived of shall not be member of the family of Govt, 
servant. 
True D 
False n 
199 
Annexure IV 
EXECUTIVE DEVELOPMENT PROGRAMME 
(04-14 Jun 2007) 
DATES 
04 Jun 07 
05 Jun 07 
06 Jun 07 
07 Jun 07 
08 Jun 07 
11 Jun 07 
12 Jun 07 
13 Jun 07 
14 Jun 07 
10:00AM -
11:00 AM 
11:15AM-
12:15AM 
Changing face in governance 
12:15 PM-
01:15PM 
02:30 PM -
03:30 PM 
03:45 PM-
04:45 PM 
Communication & Inter Personal 
Relationship 
Right to information Act 
Overview of financial Management & 
Planning/Budget in Defence 
Team Building & Leadership 
Value 8L Ethics in Administration 
Office Procedure 
Etiquettes & Protocol 
Introduction to Computer: 
H'ware/S'ware, Desktop Icons, Folders, 
Element of Windows, File Mgt in Explorer 
Control Panel: Displav (Screen Saver, 
Background) 
Introduction to MS Office 
MS Word, New Documents, Save File, Page 
Setup & Print 
Formatting 
Introduction to PowerPoint 
create, present slides show, editing slides, 
animation button, action button 
Emotional Intelligence 
Change Management 
Record Management 
Machinery of Government 
Parliamentary Procedure 
Presentation Skill 
Practical 
Practical 
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Annexure V 
POST TRAINING QUESTIONNAIRE 
Name of Participant: 
Name of Training Programme: Executive Development Programme 
Duration : 04 Jun to 14 Jun 2007 
I. The programme brochure listed the following course objectives. Please 
state how much each objective is related to your objectives in terms of your 
functioning as an executive and also state how far each has been realized through 
the course. You may just tick (V) your response to Col A & Col B. 
Objectives states 
in the circular 
(a) Providing an 
opportunity to 
understand 
self and others 
to improve 
personal and 
interpersonal 
effectiveness. 
(b) Developing 
better 
understanding 
on Financial 
Management 
and Budgeting 
in Defence. 
(c) Understanding 
the various 
facets of Right 
to Information 
Act. 
How far each is related to your 
objectives. Col A 
closely 
related 
( ) 
( ) 
( ) 
some 
what 
related 
( ) 
( ) 
( ) 
not 
related 
at all 
( ) 
( ) 
( ) 
How far each has been 
realized through the course 
ColB 
complete 
( ) 
( ) 
( ) 
partial 
( ) 
( ) 
( ) 
Nil 
( ) 
( ) 
( ) 
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(d) Improving the 
basic 
computer 
skills in MS 
Word& 
Power Point. 
(e) Develop better 
understanding 
on office 
Procedures, 
Parliamentary 
Procedure. 
(f) Provide an 
opportunity to 
enhance 
presentation 
skills. 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
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Annexure VI 
QUESTIONNAIRE FOR DESIGN OF TRAINING PROGRAMME 
Name of Participant 
Organization : 
Given below are some statements reflecting the Design of Training programme. There is 
no right or wrong answer. Read each statement and indicate the extent to which you feel that way, 
based on your experience in the training programme you attended. Use the following key in 
indicating your rating. Mark it on the left-hand of each statement. 
Write 5 if you strongly agree. Write 4 if you agree. 
Write 3 if you can't say anything. Write 2 if you disagree. 
Write 1 if you strongly disagree 
1. The objectives of the course were expressed cleared in terms of knowledge, skill & 
attitude. 
2. The objectives described were related to the job. 
3. Objectives of the course were measurable and achievable. 
4. The objectives of the course were known to trainees before starting of the course. 
5. The contents of the training course were relevant to the job. 
6. The contents of the course were as per understanding level of the trainees. 
7. The contents of the course enabled the trainees to sort out their job related queries. 
8. Thecontentsofthecourse were related to contemporary issues. 
9. Thecontentsofthecourse progressed from known to unknown. 
10. The contents of the training course were in the relation to the objectives. 
11. The methods used in imparting training made the learning easy. 
12. More than one methods of Training were used to avoid monotony. 
13. Proper Feedbacks were taken during the sessions. 
14. Methods were appropriate for adult learning. 
15. Trainees were made to practice during the training. 
16. Two way communications persisted during the training sessions. 
17. The training course was based on the actual need of the organization. 
18. The course provided solution to some problem arising in the job. 
19. Training programme will solve the performance problem. 
20. The duration of the course was sufficient. 
21. The handouts provided during the training supplemented the efforts of trainers. 
22. The handouts provided during the training were very useful. 
23. Appropriate audio-visual aids were used in the course. 
24. The audio-visual aids helped in the process of learning. 
25. The sufficient number of trainees attended the course. 
26. The knowledge and experience of trainees didn't vary considerably. 
27. The age gap amongst the participants was not significant. 
28. The expectations of trainees were clearly ascertained before the start of the training 
course. 
29. The organization wanted the trainees to be trained in this course. 
Annexure VII 
QUESTIONNAIRE FOR EFFECTIVENESS OF TRAINERS 
Name of Participant : 
Organization 
Given below are some statements reflecting the Effectiveness of Trainers. There is no right or wrong 
answer. Read each statement and indicate the extent to which you feel that way, based on your 
experience in the training programme you attended. Use the following key in indicating your rating. 
Mark it on the left-hand of each statement. 
Write 5 if you strongly agree. Write 4 if you agree. 
Write 3 if you can't say anything. Write 2 if you disagree. 
Write J if you strongly disagree 
1. The trainers in the course were knowledgeable. 
2. The trainers were highly experienced. 
3. The trainers gave relevant examples from different organizations. 
4. The trainers involved participants through discussions. 
5. The trainers were having good communication skill. 
6. The trainers were excellent listeners. 
7. The trainers were able to create an environment where learning takes place. 
8. The trainers of the course were highly enthusiastic about training. 
9. The Trainers asked Questions to the Trainees to stimulate Participation in Decision 
Making. 
10. The trainers solved the trainee's problem regarding their job. 
11. The trainers were able to help trainees to make their action plans. 
12. The Trainers asked about the Problems being faced by the Trainees in their 
respective jobs 
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Annexure VIII 
EXECUTIVE DEVELOPMENT PROGRAMME (Experimental Group) 
FROM 04 Jun TO 14 Jun 2007 
FOLLOW UP QUESTIONAIRE (PARTICIPANT) 
Name of Participant 
Organization 
Part-I 
Various topics were covered in the "Executive Development Programme" you attended at Defence 
Headquarters Training Institute. Kindly indicate against the space provided for each whether the 
inputs covered under these topics helped you in better performance in your job, and if not, the reasons 
thereof, by putting a tick 'V' mark in the appropriate column. 
Broad Topics 
covered in the course 
1 
Changing face in 
governance 
Communication & 
Inter Personal 
Relationship 
Right to Information 
Act 
Emotional 
Intelligence 
Overview of 
financial 
Management & 
planning/ Budget in 
Defence 
Change Management 
Team Building & 
Leadership 
Record Management 
Value & Ethics in 
Administration 
Machinery of Govt. 
Did it way 
contribute to 
performance 
in your job 
Yes 
I 2 
D 
D 
D 
D 
D 
D 
D 
D 
D 
D 
Office Procedure • 
No 
3 
D 
D 
D 
D 
D 
n 
D 
D 
D 
D 
D 
If 'No', indicate the reason by putting 'V' mark in the 
appropriate box from columns 3,4, 5 & 6 
Function 
does not 
relate to 
the job 
4 
D 
a 
D 
D 
D 
D 
D 
D 
D 
D 
D 
Training 
inputs 
insufficient 
or not 
related to 
the work 
situation 
5 
D 
D 
D 
D 
D 
D 
D 
D 
D 
D 
D 
Organizational 
constraints 
6 
D 
D 
D 
D 
D 
D 
D 
D 
D 
D 
D 
Individual 
constraints 
7 
D 
D 
D 
D 
D 
D 
D 
D 
D 
^ D 
^ D ! 
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Parliamentary 
Procedure 
Etiquettes & Protocol 
Presentation Skills 
Computer 
D 
D 
D 
D 
D 
D 
D 
D 
D 
D 
D 
D 
D 
D 
d 
D 
D 
D 
D 
D 
D 
h • -i 
D 
r D ^ 
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Part-II (Transfer of Training) 
Please indicate yoiir choice for each of the statement listed below: 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
The programme has infused a lot of self 
confidence in me. 
After attending the programme, I feel 
that I can easily complete the assigned 
task to me. 
The programme has improved my status 
within company. 
Overall feelings of satisfaction in work 
have improved. 
The programme helped me become 
aware of my strong & week points. 
The programme made me more open 
minded. 
The programme helped me meet people 
who could be useful to me. 
The programme created an interest for 
individual learning. 
The programme has raised my personal 
goals and level of aspiration. 
After attending programme, I am pretty 
clear about my career needs 
Now I am aware of my personal goals in 
relation to organizational objectives 
The course has helped me to clarify the 
charter of my duties 
The training programme improved my 
decision making skills. 
After attending training programme, 
number of cases solved without asking 
for clarification from others have 
increased. 
Now, I do not feel upset about the future 
problems arising from my managerial 
decisions. 
By attending this programme, my 
analytical abilities have improved 
The training programme has equipped 
me to infuse an atmosphere of team work 
in my work group. 
I feel more confident and better equipped 
to act as a leader and handle conflicting 
situations. 
Strongly 
Agree 
Agree Cannot say Dis-
agree 
Strongly 
Dis-agree 
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19. 
20. 
21. 
22. 
23. 
24. 
My working relationship between my 
associates and colleagues in other 
departments has improved. 
After attending training programme, I 
am more aware of my Supervisor's and 
subordinate's needs. 
After attending training programme, my 
efficiency has improved 
Training has helped me to overcome 
crisis situations peacefully 
After attending the course, I help others 
to disseminate their work. 
Now I enjoy challenging assignments 
given to me as a part of my job. 
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Annexure IX 
TRANSFER OF TRAINING (Trainee's Supervisor's Response) 
Name of Participant : 
Organization : 
Please indicate your choice for each of the statement listed below keeping in mind the changes you 
have observed in your subordinate after attending the training programme: 
SI 
No 
1 1-
1 2. 
3. 
4. 
5. 
6. 
7. 
8. 
1 9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
Items 
He has widened his knowledge base after 
attending the course. 
After attending the training his efficiency 
has improved 
After attending the training programme he 
is able to overcome crisis situation 
After attending the training programme he 
is able to extract more work from his 
subordinate 
His analytical skills prior to attending EDP 
have improved 
Subsequent to the programme he has 
demonstrated innovative efforts or skills in 
decision making 
He handles the problems in a more 
systematic and analytical manner 
The training programme helped the 
executive solve specific problems he was 
facing before attending the programme 
He looks more confident and satisfied after 
attending the course. 
He looks in a better frame of mind. 
He is more relaxed & confident while 
handling personnel & official problems 
After attending the training programme, the 
status of Executive has improved. 
The programme has increased the 
awareness of the executive about his strong 
and weak points and his developmental 
needs. 
After attending the course he is more 
interested in learning 
After attending the course he has raised his 
personal goals & level of aspiration 
After attending the course he is more aware 
Strongly 
Agree 
Agree Can't 
......Say _ 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
Disagree Strongly 
Disagree 
210 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
about personal goals in relation to 
Organizational goal 
After attending programme, he is pretty 
clear about his career needs 
The training programme has helped him to 
clarify his charter of duties 
The executive after attending the course 
has increased delegating powers to 
subordinate 
The executive feels more confident & 
better equipped to act as a leader and 
handle confliction solutions 
His working relationship between his 
associates & colleagues in other 
department has improved 
He is able to infuse team spirit after 
attending the training programme 
The programme has made the executive 
more open minded 
He is more open to ideas given by members 
of his team 
,., v /, 
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Annexure X 
TRANSFER OF TRAINING (Trainees Response). Control Group 
Name of Participant 
Organization 
The statements given below are with reference to control group made for gauging the importance of 
training. Please evaluate your ,keeping in view the changes you have observed in 10 days from 4-14 
June. Please indicate your choice for each of the statement listed below: 
SI 
No 
1. 
| 2 . 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
Items 
After this period,, my efficiency has 
improved 
Training has helped me to overcome 
crisis situations peacefully 
Now I am able to help others to 
disseminate their work 
Now I enjoy challenging assignments 
given to me as a part of my job 
my decision making skills have 
improved 
After this period, numbers of cases 
solved without asking for clarification 
from others have increased 
Now I do not feel upset about the future 
problems arising from my managerial 
decisions 
My analytical abilities have improved 
After this period, my status within 
company have improved 
Now I feel that I can easily complete thie 
assigned task to me. 
After this period, my level of confidence 
have improved 
Overall feelings of satisfaction in work 
have improved. 
Now I am more aware of my strong and 
weak points. 
This period has created an interest for 
individual learning 
After this period,! have raised my 
personal goals and level of aspiration. 
Now I am pretty clear about my career 
needs. 
Strongl 
y 
Agree 
Agree Can't 
Say 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
Disagre 
e 
Strongly 
Disagree 
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17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
Now I am aware of my personal goals in 
relation to organizational objectives. 
Now I am pretty clear about the charter 
of my duties. 
Now I am more equipped to infuse an 
atmosphere of team work in my work 
group 
I feel more confident and better 
equipped to act as a leader and handle 
conflicting situations 
My working relationship between my 
associates and colleagues in other 
departments has improved 
Now I am more aware of my 
Supervisor's and subordinate's needs 
After this period, I have become more 
open minded. 
Now I can meet people who could be 
usefiil to me. 
1 " ' " " • 1 
9 n 
Annexure XI 
TRANSFER OF TRAINING (Trainee's Supervisor's Response), Control Group 
Name of Participant : 
Organization : 
The statements given below are with reference to control group made for gauging the importance 
of training. Please evaluate your subordinate, who is the part of the control group, keeping in view 
the changes you have observed in 10 days from 4-14 June. Please indicate your choice for each of 
the statement listed below: 
SI No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
Items 
He has widened his knowledge 
base in this period 
After the on the job learning his 
efficiency has improved 
After this period, he is able to 
overcome crisis situation 
After this period, he is able to 
extract more work from his 
subordinate 
His analytical skills have improved 
After this period, he has 
demonstrated irmovative efforts or 
skills in decision making 
He handles the problems in a more 
systematic and analytical manner 
Now he is able to solve specific 
problems he was facing before 
attending the programme 
He looks more confident and 
satisfied 
He looks in a better frame of mind. 
He is more relaxed & confident 
while handling personnel & 
official problems 
After this period, the status of 
Executive has improved. 
Executive has enhanced 
awareness of the his strong and 
weak points and his developmental 
needs. 
Now, he is more interested in 
leaming 
He has raised his personal goals & 
level of aspiration 
he is more aware about personal 
Strongly 
Agree 
Agree Can't 
Saj^ ........ 
Disagree Strongly 
Disagree 
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17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
goals in relation to Organizational 
goal 
After this period, he is pretty clear 
about his career needs 
Now he is clear about his charter 
of duties 
The executive,after this period, has 
increased delegating powers to 
subordinate 
The executive feels more confident 
& better equipped to act as a leader 
and handle confliction solutions 
His working relationship between 
his associates & colleagues in 
other department has improved 
After this period. He is able to 
infuse team spirit 
The programme has made the 
executive more open minded 
He is more open to ideas given by 
members of his team 
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Annexure XII 
ORGANISATIONAL LEARNING DIAGNOSTICS (OLD) 
Name 
Organisation : 
Instructions 
Rate each of the 23 statements by writing the appropriate number in the blank space on the 
left of the statement. Use the following guidelines:-
Write 4 if the practice is very highly valued and/or is always or very frequently 
done in your organisation. 
Write 3 if the practice is highly valued and/or is frequently done in your 
organisation. 
Write 2 if the practice is valued and/or is sometimes done in your organisation. 
Write 1 if the practice has low value and/or is occasionally done in your 
organisation. 
Write 0 if the practice has very low or no value and/or is seldom or never done 
in your organisation. 
1. Experts and experienced creative practitioners are invited to share their ideas 
with members of the organisation. 
2. Employees are encouraged to attend external programmes. 
3. Experiences and concerns of the organisation are shared with other 
organisations. 
4. Employees are encouraged to experiment. 
5. Innovations are rewarded. 
6. Periodic meetings are held for sharing results of experiments. 
7. Periodic meetings are held for sharing on-going experiments. 
8. Employee seminars on new developments are organised. 
9. Task groups are created for implementing and monitoring new projects and 
experiments. 
10. Detailed plans reflecting contingency approaches are prepared. 
11. Task groups are created to examine common elements between old practices 
and irmovations. 
12. Newly proposed practices are linked with known practices. 
13. Records of experiences are maintained. 
14. Periodic meetings, chaired by top or senior management, are held to review 
innovations. 
15. Relevant existing skills are utilised in implementing change. 
16. Task groups are created for data-based of the innovations. 
17. Periodic meetings are held to review and share experiences. 
18. Task groups are created to evaluate and report on plus and minus aspects of 
innovations. 
19. Task groups are created to follow up on experiments. 
20. Widespread debates are held on experiences of implementation. 
21. Realistic appraisals are made of the support needed for continued use of 
innovations. 
22. Implementations plans are modified when experience indicates that 
modification is needed. 
23. Various groups are encouraged to prepare alternative forms of 
implementation. 
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Annexure XIII 
JOB SATISFACTION SCALE 
Name: 
Name of Organisation 
Instructions : Kindly go through each item with five alternatives and tick (^ the most 
appropriate one only. 
] S.no 
1. 
2. 
3. 
i4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
I have been getting promotion as 
per my qualification and 
experience 
I have full confidence in the 
management of this organisation 
Favouritism does not have any role 
to play in this organisation 
On the whole, I am satisfied with 
the general supervision in my 
department. 
Working conditions in this 
organisation are satisfactory 
I think this organisation treats its 
employees better than any other 
organisation 
My supervisor keeps me informed 
about all policies/ happenings of 
the organisation 
I feel that I have opportunity to 
present my problems, to the 
management. 
My present job is as per my ability/ 
qualification and experience. 
My supervisor behaves properly 
with me. 
I feel proud of working in this 
organisation. 
Comparing the salary for similar 
jobs in other organisations, I feel 
my pay is better. 
As per work requirement, my pay 
is fair. 
Strongly 
Agree 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
Agree Cannot 
say___ 
Dis-
agree 
Strongly 
Dis-agree 
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14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
25. 
My supervisor takes into account 
my wishes as well as work done. 
My organisation adopts best 
methods of work as early as 
possible. 
My job has helped me to learn 
some skills. 
I feel that my job is reasonably 
secure as long as I do good work. 
Promotions are made on merit in 
this organisation. 
I usually feel fresh at the end of the 
day's work. 
My pay is enough for providing 
necessary things in my life. 
There is high team spirit in the 
work group. 
I am satisfied with welfare 
facilities (Medical etc.) provided 
by the organisation. 
On the whole, I feel I have good 
prospects of advancement in my 
job. 
I do not like to do this job but 
circumstances force me. 
If I get similar job in any other 
organisation I would like to quit 
this job. 
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Annexure XIV 
LOCO INVENTORY 
Name: Organisation: 
Given below are some statements that show people experience their organizations. There are 
no right or wrong answers. Read each statement and indicate the extent to which you feel 
that way, based on your experience in your organisation. Use the following key in indicating 
your rating. Mark it on the left-hand of each statement. 
Write 4 if you strongly feel this way. 
Write 3 if you generally feel this way. 
Write 2 if you somewhat feel this way (and somewhat not). 
Write 1 if you slightly feel this way. 
Write 0 if you hardly or never feel this. 
— 1 . I can largely determine what matters to me in the organisation. 
— 2 . The course of my career largely depends on me. 
— 3 . My success or failure depends mostly on the amount of effort I put in. 
— 4 . The persons who are important control most matters here. 
— 5 . To a large extent, my career depends on my seniors. 
6. My effectiveness in this organisation is mostly determined by senior people. 
— 7 . The organisation one joins or the job one gets are to a large extent, accidental 
happenings. 
— 8 . One's career is to a great extent, a matter of chance. 
— 9 . Success of a person depends on the breaks or chances he (she) gets. 
—10. Successftil completion of assignments is mainly due to my detailed planning and hard 
work. 
— 1 1 . Being liked by seniors or making a good impression usually influence promotion 
decisions. 
—12. Getting rewards in the organisation is a matter of luck. 
—13 . Success of one's plans to a large extent is, a matter of luck. 
—14. Getting promotion largely depends on my being in the right place at the right time. 
—15. Senior person's preference determines who would be rewarded in the organisation. 
—16. My success, to a large extent, depends on my competence and hard work. 
—17. How much I am liked in the organisation depends on my seniors. 
—18. It is a matter of luck that people listen to you. 
—19. If my seniors do not like me, I probably would not succeed in this organization. 
—20. Usually I am responsible for getting, or not getting, rewards. 
— 2 1 . My success or failure is mostly a matter of luck. 
—22. My success or failure depends mostly on those who work with me. 
—23 . My promotion in the organisation depends mostly on my ability and effort. 
—24. My experience is that most things in the organisaiton are beyond one's control. 
—25.1 can work hard enough to get my suggestions accepted in the organisation. 
—26.1 am acceptable to others in my organisation because I am lucky. 
—27. Generally, I determine what happens to me in the organisation. 
—28. My acceptability to others will depends on my behaviour with them. 
—29. My ideas get accepted if I make them fit with the desires of my seniors. 
—30. Pressure groups are more powerfiil (and control things) in the organisation than 
individual employees. 
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Annexure 'XV' 
BRIEF ON DEFENCE HEADQUARTERS TRAINING INSTITUTE 
The Defence Headquarters Training Institute (DHTI) was established in 1977 in the 
name of 'Armed Forces HQs Training Institute'. The Institute was set up within the then 
existing infrastructure and manpower resources at the disposal of the Office of Chief 
Administrative Officer, Ministry of Defence. The primary objective of setting up the 
Institute was to impart basic training and skill to the civilian personnel employed in Armed 
Forces HQs and to improve their effectiveness at the workplace. Main objective of DHTI is 
to help develop professional competence of officers and employees of Armed Forces 
Headquarters and Inter Services Organisation. DHTI strives to achieve this objective 
through following types of in-house courses: 
i) Induction Courses for newly recruited employees. 
ii) Refresher Courses for various categories of employees with some degree of 
experience, 
iii) Specialised courses to enhance knowledge and skill in specific areas of activities, 
iv) Basic Computer courses.s 
DHTI also conducts courses for AFHQ employees in collaboration with other organizations 
like Defence Institute of Psychological Research, Dte General of Supply and Disposal, 
Bureau of Parliamentary Studies & Training, National Informatics Centre etc. 
Apart from in-house courses, DHTI also gets AFHQ employees and officers trained in 
courses conducted by nationally reputed institutes like National Institute of Financial 
Management, Indian Institute of Public Administration, National Defence College, Staff 
College, College of Defence Management, various State Training Academics etc. AFHQ 
officers also get detailed by DHTI for courses abroad. 
The Institute also caters for the training needs of Military officers posted in Service HQs. 
An Orientation Programme exclusively for Service Officers posted in HQs for the first time 
is organized to familiarise them with the functioning of the Government. Service Officers 
are also participating in specialised courses being conducted by DHTI. For conducting 
various in-house courses, DHTI draws upon the experience of about 50 trained officers from 
AFHQ Services, other Ministries and reputed training institutes. 
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Annexure XVI 
NATIONAL TRAINING POLICY: OPERATION GUIDELINES 
Preamble 
Governments have very significant role to play in the developmental process and 
promotion of appropriate conditions which would lend dynamism to the national efforts. In 
a developing country like India both the Central Government and the States Government 
would need to ensure that the administrative machinery is sensitive to the dynamics of 
development and responsive to the socio-economic aspirations of its citizens. A conscious 
policy for the development of himian resource available to the Govenmient would require to 
be fostered for meeting the challenges of development-social, economic and political. 
Training is one of the effective and tested tools for performance enhancement, as well as up 
gradation motivation and morale, as reflected in sharply focused through effective training 
programmes. Sensitivity to emerging political and social concerns, modernity in think 
specifically focused training programmes to enable their diffusion throughout the structure. 
Training Objective 
2. Training in Government shall strive to achieve the following objectives: 
(a) Keeping up-to-date and enhancing professional knowledge and skills needed 
for better performance of individual and organizations; 
(b) Promoting better understanding of professional requirements as well as 
sensitization to professional, socio-economics and political environment in which 
work is done; and 
(c) Bringing about right attitudinal orientation. 
Training Concern 
3. Social and political ambience is subject to constant change. The Government 
machinery would have to be continuously attuned to the changing needs. Training 
programmes for the Civil Service would, therefore, focus on: 
(a) Responsiveness:To the challenging democratic needs and expectations of the 
citizens and organizational and technological developments. 
(b) Commitment. To democratic value and concept of partnership and 
participative decision making. 
(c) Awamess:of technological, economics and social developments. 
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(d) Infusion of scientific temper 
(d) Accountability:To ensure high performance in every professional field and 
cost-effective method of delivery. 
Training For All 
4.1 Training would be imparted to all rungs of the Civil Services starting from the 
lowest and cutting-edge to the highest in policy making. 
4.2 For the purpose of appropriate training design, the Civil Services shall be divided into 
the following three levels: 
(a) The lowest level functionaries, that is operative at the cutting edge, who are 
mostly members of the Group 'D' services and the lower stages of Group 'c' services; 
(b) The supervisory levels and the middle management/administrative level; 
J(they are mostly members of the Group 'B' services, but also shade off into higher 
stages of Group ' C at one end and the lower stages of Group 'A' at the other); and 
Group 'A' services and All India Services comprising the administration/ 
management level. 
4.3 Training programmes of functionaries at the cutting edge shall address themselves to 
functional skill and attitudinal orientation. For the middle level, training shall 
contribute to enhancement of professional knowledge, understanding and skill as also 
to widening professional outlook. For the higher Civil Services, besides offering 
stimuli for expansion for the mental horizon and attaiimient of professional 
excellence, training shall also endeavour to sharpen perception of inter-relatedness of 
issues. For the top levels of the higher Civil Services, training shall also be aimed at 
intellectual and professionally equipping the members for holding positions that 
involve policy analysis, strategic plarming and policy formulation. 
Framework For Training 
5.1 All categories of Civil Servants shall receive: 
(a) Induction Training at the time of entry into services; and 
(b) in-service training at suitable intervals in their career. 
5.2 Attendance in training programmes shall be prescribed as a mandatory exercise with 
possible linkages with career progression. 
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5.3 For organized higher Civil Services; career span-specific training programmes in 
each progressive decade of service shall be imparted to provide scope for competence 
building. 
5.4 In order to improve the effectiveness of personal at different levels and different 
sectors, area specific short-term skill upgradation/sensitization programmes shall 
invariably be formulated by Ministry and Departments and specifically targeted to 
personnel holding specific jobs. 
5.5 At the time of movement of personnel from Group 'D' to Group ' C , Group ' C to 
Group 'B', and Group 'B' to Group 'A', officers shall receive training for specific 
orientation and competence building. For this purpose, a well-structured detailed 
programme and Action Plan shall be worked out by each Ministry/ Department/ 
Organization. 
5.6 Personnel recruited jto isolated posts and specialists shall receive training to improve 
their chosen area of specialisation. 
5.7 The in-service training programme for Group ' C and Group 'D' expected at the time 
of movement to a higher Group may be provided in situ or through distance learning 
methods. 
5.8 Training programmes will be specifically designed to meet the requirement of the 
target group by the organization in consultation with the institutions/ consultants/ 
experts. 
5.9 Every organization shall conduct preparatory exercise like analysis of its goals and 
objectives, training needs analysis, job analysis etc. with a view to determining 
whether the training intervention needs to be preceded, accompanied by or succeeded 
by one or more non-training intervention. Such an exercise will also enable 
development of appropriate criteria for measuring individual and organizational 
performance, an essential pre-requisite for the launching of an effective training 
programme. 
5.10 As possession of the right attitude plays a pivotal role in improving the performance 
levels of individuals, by contributing to formation of commitment in them, training 
programmes aimed at creating self-awareness as well as team building within the 
organization shall be given importance by every organization. 
Policy Formulation and Coordination 
6.1 A National Training Council, headed by the Minister-in-charge or Personnel, Public 
Grievances and Pensions, shall be set up for advising, the Government of India on 
matters related to training policy, training design and programmes as well as issues 
concerning their implementation. 
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6.2 The National Training Council shall be assisted by a high powered committee of 
Directors headed by Secretary (Personnel) in the Ministry of Personnel, Public 
Grievances and Pension. This committee shall generally oversee operationalisation 
of the Training Policy. It shall also ensure that Training Plans are actually drawn up 
by Cadre Controlling Authorities, syllabi are prepared and proper planning of training 
activity takes place through preparation of Perspective Plan, Aimual Plans and 
Trieimial Reviews. 
Nodal Authority 
7. All organizations will designate training managers at appropriate levels to develop 
and coordinate training programmes and monitor them. The Training Manage shall 
ensure an integrated approach to training with a view to improving overall 
performance of the organization. 
Training Infrastructure 
8.1 All Cadre Controlling Authorities shall endeavour to develop suitable infrastructure 
for induction and in-service training at the cutting edge and middle levels. Use of 
distance learning methods and in situ training shall be encouraged. Increasing use 
shall be made of non-government organizations for training of civil servants at lower 
levels. 
8.2 Training institutions, experts and resource persons shall be increasingly formed into a 
network for flexibility in the use of himian and material resources. 
8.3 Training institutions, under the governments shall be permitted to diversity their 
training-related activities to cater to the increasing requirements of organization and 
functional groups in and outside the goverrmient so as to enable them to attain a large 
measure of self-reliance. 
8.4 Utmost care shall be exercised in selecting trainers. Efforts shall be made for 
evolving system for identifying trainer-potential. 
8.5 Department of Personnel and Training shall set up a workable system for evaluation 
of training institutions, without impinging adversely upon their professional 
autonomy. 
8.6 Periodic opportunities for development of knowledge and skills in relevant areas 
shall be provide to trainers through training programmes in institutions of excellence. 
8.7 A Trainer Staffing Scheme shall be operationalised, whereby Department of 
Personnel and Training shall maintain panels of trainers and potential trainers 
identified on the basis of a scientific system. 
8.8 The concept of "once a trainer always a trainer" shall be developed under which 
expertise developed as a trainer shall be used even after he returns to his line 
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department, either within the organization or by allowing him to go as resource 
person to outside institutions. 
8.9 With a view to promoting a harmony between participants, training events and 
trainers, a system for concurrent monitoring shall be operationalised. Similarly, with 
a view to avoiding mismatch between organizational objectives and training 
objectives, comprehensive evaluatory exercise shall be undertaken after a time lag. 
Overseas Training 
9.1 Overseas training shall be entirely need-based and shall predominantly aim at 
drawing lessons from successful cross-country experience. Only institutions which 
are reservoirs of knowledge and data-base on relevant experiences shall be used. 
9.2 The practice of funding most of the overseas training programmes through 
multilateral aid schemes shall be continued. With a view to maximising gains from 
overseas training, adequate pre-training preparation and post-training follow-up shall 
be arranged. 
In House Expertise 
10.1 There will be a conscious attempt to draw on expertise and insight gained by civil 
servants in the course of their career. Involvement of civil servants in undertaking 
specific research and studies with a view to formulating new policy initiatives or 
evaluation of on going project and programmes would be promoted and necessary 
facilities for study leave or sabbatical enable civil servants to engage themselves in 
such tasks, identified and approved by competent authorities, would be provided. 
10.2 Documentation of specific initiatives of Government and analysis of policies would 
be permitted by encouraging civil servants to take up such assignments at the specific 
instance of competent authorities. 
Funding 
11. With a view to providing assured funding for training, each Department shall set 
apart 1.5 per cent of its salary budget which shall be used solely for the purpose of training 
and shall not be diverted for use elsewhere. This will be within the overall ceiling of the 
salary budget. Further, earmarking of funds to the extent of 1.5 per cent of the salary budget 
may not lead to any increase in the salary budget of the Ministry/Department. 
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